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ABSTRACT 
There are indications that the number of women in administrative positions in 
academia is growing. Much of this information is informal and anecdotal. This research 
focused on women who have become deans of education and the career paths used to 
reach the upper management level of education administration. 
This study investigated whether barriers referred to in the 1980's as the "glass 
ceiling," which slowed women's progress to the upper ranks of administration, still exist 
or have been compounded by the "glass facade." This term refers to the organizational 
and cultural impediments that women face when attempting to further their careers into 
the executive ranks of an organization. The fact that women are now in more 
administrative roles does not necessarily mean that the upper levels of administration are 
truly open to or accepting of them. They may, in effect, serve as tokens in what is still a 
heavily male dominated profession. 
In the summer of 1998, questionnaires were mailed to 152 women deans of 
colleges of education whose institutions are members of the American Association of 
Colleges for Teacher Education (AACTE). Although AACTE collected information on 
gender for its institutional representatives, data were not reported on how many member 
institutions have schools or colleges of education led by deans nor the number of member 
institutions led by women deans. Information from this research augments this database 
and adds to knowledge on career paths for women in higher education. 
V 
There was a 72% return rate of the questionnaires. One hundred and ten 
questionnaires were returned. This study discusses personal, demographic and career 
information for 105 women deans of colleges of education. 
A follow-up qualitative interview study was conducted with twelve women deans. 
Data from these conversations were analyzed according to major themes related to 
women, leadership and the world of work in higher education administration. 
Among the findings were the following: 
1. Restrictions. Before the women successfully progressed to the deanship, they often 
encountered organizational and societal barriers. 
2. Pathways. For a majority of the women in this study, the first step along the path to the 
deanship was unplanned. 
3. Race. Race had an effect on decanal appointments. 
4. Mentoring. Mentoring was essential for professional success for the majority of the 
women responding to the questionnaire. Female mentors, however, were not widely 
available. 
VI 
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There are indications that the number of women in administrative positions in 
academia is growing. Much of this information is informal and anecdotal. I was interested 
in those women who have become deans of education and how they have arrived at what 
is generally accepted to be an upper management level of education administration. The 
primary intent of this study was to explore the series of connected paths women have 
taken and personal choices they have made in their careers on the way to becoming a 
dean. Additional objectives included establishing a database on all women deans of 
colleges of education, examining their professional milieus and successful leadership 
styles. 
One might expect that the number of women in higher education administration 
would be substantial, given the number of women who have historically been drawn to 
and excelled in this field of study. However, I suspected that the organiz.ational charts of 
many universities mirror that of the typical American primary and secondary school 
system. Women are found in large numbers in the classroom and lower rungs of the 
administrative ranks but are almost absent as representatives in middle and upper level 
administration. 
The women who have become deans of education are relatively new to the annals 
of higher education. They represent a potentially fascinating source of life stories and 
narratives, in their roles of leaders, mentors, and "innovative instigators" (Astin and 
Leland, 1991). 
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While it is evident that a growing number of women are assuming administrative 
roles as department heads, deans and higher ranking positions, the legacy of higher 
education as a male dominated institution remains a powerful factor in the analysis of 
career lines for women and men. For example, according to Ross and Green (1988) in 
1986, only 10% of the college presidents were women. In 1995, approximately 20% of 
college presidents were women. Further, trend lines indicate that women comprise 
growing percentages of enrollments in colleges. (U.S. Department ofEducation,1996). At 
the University of Tennessee, for example, the percentage of women in the Educational 
Leadership program has increased to 40%. 
I investigated whether barriers referred to in the l 980's as the "glass ceiling," 
which slowed women's progress to the upper ranks of administration, still exist or have 
been compounded by what I call a "glass facade." The latter term refers to impediments 
women face when attempting to further their careers into the executive ranks of an 
organization. The fact that women are now in more administrative roles does not 
necessarily mean that upper levels of administration are truly open to or accepting of 
them. They may, in effect, serve as tokens in what is still a heavily male dominated 
profession. 
As a former affirmative action officer at a large state supported university in the 
southeastern United States, I witnessed this lack of representation across the fields of 
study at my university and worked to eradicate it. Although women were represented in 
so~e of the gender specific colleges, i.e., as deans of nursing and home economics, they 
were not present in the colleges of education or social work. I was curious to see whether 
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the employment trend that still exists at the university with which I am most familiar is 
replicated at the other four year institutions represented by the women deans in this study. 
I used the term glass facade as a heuristic device while conducting the study. With 
the glass ceiling at the middle management level having been shattered to some degree, 
my experience strongly suggested that even women, such as deans, were not necessarily 
fully accepted within institutions because of the still powerful vestige of male 
domination. They may have the title, but how other administrators and their faculty 
perceives them remains a question. As data was gathered, I attempted to assess the degree 
to which the glass facade concept had substance. 
PlllJ)Ose of Study 
I was interested in the recounts of the women deans' career paths to their posts, 
including insights into the underlying stresses and strains or areas of support they 
encountered along the way. I explored critical decisions, sacrifices or perceived losses ( or 
gains) as a result of career choices as well as the current academic, social, political, 
emotional and professional climates in which women deans work. I focused on their 
current sources of frustration with or support from colleagues in the upper levels of 
higher education administration. I attempted to uncover the pattern of the entire 
patchwork of living as and becoming women deans, to understand the various 
components in their lives that developed in response to changing personal and academic 
environments. (Bateson, 1989). Like Gilligan (1982) my interest lay in ''the interaction of 
experience and thought, in different voices and the dialogues to which they give rise, in 
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the way we listen to ourselves and to others, in the stories we tell about our lives." 
(Gilligan, 1982, p.2) 
An initial survey instrument was used to establish base line data on 105 women 
deans of colleges of education. Although structured interviews have :frequently been a 
part of survey research, close-ended type of questioning did not lend itself to the more 
naturalistic, :free-flowing conversational nature of an interview study. In addition, a more 
in depth, one-to-one approach was necessary for the retelling of a portion of an 
individual's life history. While completing this qualitative and quantitative research 
. 
project, I conducted in-depth interviews with 12 women deans of U.S. colleges of 
education. 
In the qualitative portion of this study, I went beyond extended narratives or case 
study and employed ways of understanding and analyzing contemporary women's lives 
that were as fluid and improvisational as the lives under study (Bateson, 1989). Each dean 
was asked a similar list of questions regarding career decisions and employment milieu. 
Based on each individual's responses or the nature of her career story, additional areas of 
interests were addressed. 
Using data from the mailed written questionnaires and a series of follow-up 
individual interviews, I gleaned information from them on what it has been like for each 
of these deans to go beyond the glass facade to the upper limits of higher education 
administration. As noted by Fennema and Ayer, (1984) demonstrated competencies and 
adequate performance are often not sufficient for professional women's advancement, 
particularly at the higher levels of administration. Women have to consciously learn to 
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manipulate a system to achieve positions of distinction. I discovered that women's ways 
of~nking and knowing may not be valued in the academy. The data on gender implied 
that professional women's access to the higher echelon of university administration has 
been hindered by the obvious fact of their sex. Perhaps the most difficult question 
regarding what was learned is related to what may be gender specific aspects of the deans 
role, in contrast to generic characteristics of deaning for women and men alike. This 
question is addressed in the concluding chapter. 
Significance of the Study 
Substantial independent opinion exists regarding the need for this type of study. 
The American Association of Colleges for Teacher Education (AACTE) Special Study 
Group (SSG) on Women in the Deanship was formed as a network to provide 
information and support for the increasing number of women deans of education. The 
SSG membership includes education and graduate School deans. Although AACTE 
collects information on gender for its institutional representatives, the data was not 
reported on how many member universities have schools or colleges of education were 
led by "deans" nor the number of member colleges that are led by women deans. There is 
not a current data base that provides profiles for these administrators. To date, there is no 
published information specifically related to women deans and directors of colleges of 
education. By telling the stories of women deans in the 1990's, information from this 
qua.T1titative and qualitative study create a new knowledge database on successful women. 
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Deeply rooted in the foundations of feminist research lies the question of voice 
and by implication, the account. The question concerns how voices of participants are to 
be heard, with what authority and in what form. Feminist qualitative researchers are 
highly conscious of the absence of women's voices (Olesen,1994, p.167). This has been 
the situation of women in our world. Their silence and invisibility have been to some 
degree confirmed and perpetuated by the ways social science has looked at -and not seen-
women. It is in this silence and invisibility that the reality of women, of our lives, our 
experience, our vision will be found. Documenting the experiences of women has the 
potential for creating new understandings and constructions of ourselves and our world. 
To address women's lives and experiences in their own terms, to create theory grounded 
in the actual experience and language of women, is the central agenda for feminist social 
science and scholarship (DuBois,1979, p.108). 
These data have theoretical and practical applications. Those interested in the 
changing face and culture of higher education administration, women in leadership 
positions or teacher preparation programs can benefit from reading the results of this 
research. In addition, young female professionals can gain insight and organizational 
savvy from the mishaps and successes other women have experienced during their careers 
in the upper levels of education administration. 
Overview 
By inviting each dean to tell specific aspects of her own career profession, a fuller, 
more complete story of this ascension developed. There was no a priori assumption that 
all of the stories will be the same. Indeed, each description was as unique as each 
professional. 
The study is organized as follows: Chapter Il reviews pertinent literature, 
focusing on organizations, gender and leadership studies and educational administration. 
Chapter ill presents the methodology utilized in this study. Chapter IV summarizes the 
data collected by means of a researcher designed survey instrument. Chapter V presents 
narrative profiles of twelve women deans as derived from separate follow-up interviews. 
Chapter VI presents preliminary themes derived from the in-depth interviews. Chapter 





REVIEW OF RELATED LITERATURE 
There are several areas of research that provide insight into a woman's rise 
up the bureaucratic ladder of an educational organization. This study will explore 
research in the following areas: organizational studies, gender studies, educational 
administration and leadership studies. References in each of these subject areas 
may overlap. In addition, some methodological considerations are outlined. 
Organizational Studies 
Max Weber (1947) described the ideal type of organization as one that 
specified a rigid hierarchy. It was characterized by top-down communication, 
specific role definition, and the separation of public and private spheres of 
influence. The 'ideal' in ideal type became a prescription for organizational 
excellence as the one best way to construct any organization. Talcott Parsons 
(1951) extended this view of the optimal organizational and social structure. He 
included the concept of'functional prerequisites' for social systems. For Parsons, 
all systems including organizations must be adaptive, goal attaining, integrated 
and maintain cultural patterns. 
Weber (194 7) asserted the predominant methods of operationalizing the 
bureaucratic ideal type was intimately related to patriarchal and capitalist 
assumptions about the nature of work in organizations. These structural pressures 
were then interpreted in each organization by and through the specific cultures of 
that organization. (Weber, 1947, pp. 196-244). 
This notion of capitalism generating economic rational power over 
women's labor is what Rosabeth Moss Kanter (1977) described as the ''masculine 
ethos" of management. Kanter noted the sexual division of labor and authority 
was rooted in the development of capitalist organizations and the patriarchal 
character of management. In the traditional organization women were placed 
differently in the organizational hierarchy than their male counterparts. Women 
commonly performed different tasks than men and their career orientations were 
often different. In the Games Mother Never Taught You, Barragan (1977) 
characterized the American corporate culture as one built primarily on the 
classical hierarchial authoritarian pattern of the military, a "male cloning 
production, ... a no woman's land" (pp.42-45). 
Often considered a classic in the area of research in organizations, 
Rosabeth Moss Kanter's (1977) work on the assigned roles and working 
environment of professional men and women continues to be highly instructional. 
In her pioneering book Men and Women of the Corporation, Kanter (1977) 
concluded the 'masculine' management ethic functioned as a gate-keeper 
prohibiting women from functioning as successful participants in an organization. 
Structural inequalities existed due to gender based cultural features of an 
organization. 
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Morrison, White and Van Velsor (1987) wondered about women's 
inability to move into the top ranks of an organization. They agreed with Kanter's 
image of the upper levels of organizational management as primarily a men's club. 
This viewpoint was valid in spite of the number of women who were beginning to 
join the ranks of supervisor and administrators. They concluded in a revised 
edition of their work (1992) that ''the problem of getting women into the 
[organization] is not the same as moving them up." The top ranks of management 
seemed to be ''nearly as forbidden to women as ever." (p.157). 
Brumlop (1994) believed the entrance to the corporate culture, is still, as 
before, blocked by the "gatekeeper of cultural homogeneity". Because those at the 
top of an organization apparently placed a great importance on cultural 
homogeneity as a criterion for promotion this automatically worked to men's 
advantage.(Brumlop, 1994,pp.94-99). Another perspective may be that women 
were not socialized to the ways of 'masculine' organizations and did not find 
access to the resources of the organization. This rendered aspiring women 
powerless and precluded their advancement beyond middle management levels. 
This question of access was exacerbated by the cultural gatekeeper 
function. It is an integral component of an organizational roadblock that I describe 
as a glass facade. This term is used to describe the organizational and cultural 
impediments that may hinder women as they persist toward the upper levels of 
management and administration. The term glass facade rather than glass ceiling 
indicates structural barriers to access. The structural facade must be traversed 
before all else. 
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Newman (1995) concluded that the notion of the glass ceiling was 
problematic. She saw barriers to women were often more fluid and plastic than 
this imagery suggested. Rather that barriers being 'shattered' they were capable of 
being reshaped and remolded in different forms as change occurs. Wisker (1996) 
concurred with this image of institutional restrictions. She saw the glass ceiling 
debate as "essentially addressing the problems of the already privileged." (p.79). 
The glass ceiling presumes an internal organizational actor, one who has acquired 
entree into the organizational structure. The glass facade addresses the needs of all 
aspirants, including all classes of women. 
I believe the glass facade is composed of three important factors: 
1) reliance upon 'good ole boys' network whereby collegial White males gain 
preferential, insider information about new positions and maintain membership 
access to the traditionally closed organizational culture, 
2) historical institutionalized discrimination preventing women and persons of 
color from rising above a certain level of administration. These persons are 
clustered into lower level staff rather than line positions, and 
3) self-imposed limitations influenced by culturally sanctioned detours for women 
regarding types of acceptable jobs such as secretarial, nursing or teaching and 
socially preferred "mommy track" career profiles where putting husbands and 
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having children should come first, before developing one's own career. (Wallace, 
1980). 
Kaplan and Tinsley (1989) stated "A woman's decision to seek a senior 
position is often made in the context of conflicting family responsibilities as well 
as -in the context of professional goals and ambitions and the personal ( and 
professional) cost is very high." (p.21) Women still have to choose between 
family and career in a way their male counterparts do not. 
Bailyn (1980) concluded that women were more likely than men to take a 
"slow bum" path to career success. Women may end up at that same level as men 
with similar personal characteristics, but take a longer time to reach a career goal 
because they make more accommodations to family and personal life along the 
way. (Bailyn, 1980). 
In one study, over 70% of the mothers used one of the three sequential 
career patterns: a) motherhood followed employment, when the mother starts her 
career and then stops it with the birth of her first child; b) employment bracketed 
motherhood, where the mother interrupts her career, spends full time at home with 
the children and then resumes her career after the children have grown; and c) 
employment followed motherhood, where the mother completes her full-time 
parenting before she begins her career. (Daniels and Weingarten,1982). 
A matter of concern for the current generation of organizational women is 
why they are not able to ascend to upper management levels despite their 
qualifications, abilities and expertise. (Sekaran, 1990, p.248). The research 
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conducted by Kanter ( 1977) indicated that removing formal barriers, such as the 
glass facade, to women's organization progression was not sufficient to ensure 
their equal participation at a senior level. Men in top organizational positions were 
typically the dispensers of rewards. Many of them had not adapted to the changed 
gender roles of women in society and often suffered from perception and 
evaluation biases. (Sekaran, 1990, p.248). Powell (1993) suggested a ''female 
ideal type" of organizational structure in which emotional connection and human 
int~action were valued above a single goal or ideal (p.263). 
Brumlop (1994) suggested that increased opportunities for women to 
enter, and to rise, in management might be facilitated by 'Networks oflnfluence'-
working groups that share information and by-pass the rules of hierarchy. Astin 
and Leland ( 1991) conducted a cross generational study of successful women 
leaders and noted the importance of networking across three distinct groups of 
women. Each group, the ''predecessors, inheritors and instigators." demonstrated 
visible leadership roles on behalf of women. (p.174) 
Gender Studies 
Sekaran (1990) asserted that women in management as a field of research 
endeavor is relatively new endeavor. One that she described as "probably in its 
infancy, at best in its adulthood stage." (p.247). She suggested that researchers 
may have inaccurately attributed phenomena to differences in gender when the 
true problem might be elsewhere. 
14 
ltzin and Newman (1995) defined gender as ''the socially constructed and 
culturally determined characteristics associated with women and men. It included 
the assumptions made about the skills and abilities of women and men based on 
characteristics, the conditions in which women and men live and work, the 
relations that exist between women and men, and how these are represented, 
communicated, transmitted and maintained." (p.2). Their book Gender, Culture 
and Organizational Change described how gender pervades the cultures, structures 
and practices of organizations and the experiences of women and men who work 
in them. 
Harlow, Hearn and Parkin (1995) discussed three components of a 
"gendered organization". 1) There was a question of the gendered division of 
labor, both formal and informal. Women and men may through processes of 
inclusion and exclusion, specialize in particular types oflabor, thus creating 
vertical and horizontal divisions within an organization. 2) Divisions of authority 
were typically gendered, with men exerting more authority over both women and 
other men. The interactions of gendered division of labor and gendered divisions 
of authority produced when consolidated in a formal structure, the gendered 
bureaucracy (Ferguson, 1984; Bologh,1990). 3) Gendered processes also occurred 
between the center and the margins of the organizations. These may be "literally 
or metaphorically spatial" in terms of the distribution of power and activity 
between the center and the margins of the organizations. (p.93). 
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Brumlop (1994) acknowledged new knowledge derived from 
psychoanalytic studies of gender differences which indicated men and women are 
different in their psychological make-up and personality (Gilligan, 1982). 
However, she speculated that gender effects found in many of the research studies 
''may reflect artifactual rather than real differences between the genders." (p.253). 
Instead of investigating gender differences, Brumlop (1994) suggested it 
may be more worthwhile to study the organizational culture which would allow 
for maximum organiz.ational effectiveness and psychological satisfaction 
regardless of gender or position. It was not necessary to study women's attributes 
only as binary opposites to men. 
Belenky, Clinchy, Goldberger and Tarule (1986) concluded that women's 
ways of thinking, doing and "knowing" were valid methods of interpreting social 
and organiz.ational phenomena Likewise, Gilligan (1982) noted that women's 
voices, development, motives and experiences have systematically been 
misunderstood. Bateson (1989) emphasized the importance of the changing 
professional, physical and emotional environments that inform the analysis of 
many women's fluid and improvisational lives. When called upon to 'make sense 
of one's life', Bateson offered the key of"composing" or constructing, i.e., 
redefining a complex life as an on-going process. 
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Educational Administration 
Shakeshaft (1989) concluded that research in educational administration 
was weak in research on women in organizations and in research on the impact of 
gender on behavior. She believed traditional research about theory and practice 
neglected the female experience and the influence of gender on actions and 
outcomes. "It [was] both androcentric and gender barren." (p.326). She examined 
women and gender in educational administration and outlined six stages. Research 
in this field has grown from focusing on the historical absence of women in 
educational administration to examining the world from a female perspective. 
Although there has been a steady increase in the number of women 
administrators since the 1970's, Chamberlain (1988) found that women are still 
under represented in positions of organizational influence, such as academic 
deans, provosts, or presidents. Powell (1993) explained that women experienced 
less career mobility than men. By receiving less on the job training, women had 
fewer resources than men to advance their status and wages. Women in female 
intensive occupations typically had few opportunities to move from entry level to 
advanced levels of pay and prestige, thereby achieving their maximum status in a 
relatively short period of time. As a result, women tended to gain less 
occupational standing over the course of their careers. (p.74). Kaplan and Tinsley 
(1989) reported that research showed that most women administrators did 
"women's work" in higher education administration. Women held positions in 
continuing education programs, and ran programs that dealt with women and 
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minorities (p.19). A 1990 report by the Carnegie Foundation cautioned that the 
likelihood of having one's voice heard and ideas taken seriously in the campus 
debates on academic issues was enhanced by high positions. Relatively few 
women had access to that kind of influence. (p.40). 
Moore (1984) noted that organizations played a controlling, structuring 
role in the definition, duration and outcome of administrative careers. Women 
administrators were typically engaged in an on-going struggle to preserve and 
expand the opportunities for all women. (p.14). 
Kaplan and Tinsley (1989) were skeptical about the rate of change and the 
current commitment to change in educational organizations. They concluded the 
structure of employment in higher education administration had proved 
"remarkably resistant" to change and noticed a certain degree of organizational 
and cultural resistance to change. (p.18) 
Wilson (1990) agreed that a higher percentage of women may obtain 
administrative positions, but feared the change would be agonizingly slow. 
Wilson believed if a woman aspired to be an administrator, she would face 
increasingly formidable obstacles as she progressed from the ranks of the 
professorate. 
Women who eventually became administrators in the 1990's were likely to 
have demonstrated the following characteristics: "serious scholarship, interest in 
the whole university community, high energy levels, associations with other 
active, energetic people, effective time management, and readiness to take on 
challenges and to assume reasonable risks". (Wilson, 1990, p. 70). 
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Wilson suggested that women in administration must seek out and provide 
opportunities for other women. They must share their survival strategies in coping 
wit.11 institutional pressures. She advised that the most important strategies were to 
develop assertiveness in confrontations, develop an understanding of the politics 
of the academic institution, and develop skills in fiscal control and planning. 
Leadership Studies 
Much of what Wilson (1990) prescribed for successful women 
administrators could be described as acts of leadership. This is essentially the 
ability to shape the meanings other people give to the world and the organization. 
One way of creating the bureaucratic solutions for actors in organizations is 
illustrated by a concept of leadership and culture that Morgan and Smircich 
(1982) called the "management of meaning". In this circumstance, the entry to an 
organization required some submission of the self to the needs and culture of the 
organization. The newcomer had to allow her understanding of the world, of the 
organization and of their goals to be framed by others. (p.261). 
Austin (1994) theorized about the culture of the academy as an 
organization. She concluded that as social organizations, universities and colleges 
are nonnative institutions, organizations where members are motivated by the 
sense that they are involved in significant and good work. Although collegiality 
and autonomy are central cultural norms in the university and college, the 
organizational culture also has managerial and bmeaucratic elements (p.49). 
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In Organizational Culture and Leadership. Schein (1985) provided a useful 
list of common meanings of organizational culture: observed behavioral 
regularities when people interact, the norms that evolve in working groups, the 
dominant values espoused by an organization, the rules of the game for getting 
along in the organization, the philosophy that guides an organization's policy 
toward its employees and/or customers, and the feeling or climate that is 
conveyed by the physical layout. 
Some basic assumptions and values regarding the culture of organizational 
governance in institutions of higher education are outlined in Berquist's (1992) 
book, The Four Cultures of the Academy. He emphasized that the culture provides 
meaning and context for a specific group of people. It holds them together and 
instills in them an individual and collective sense of purpose and continuity, 
including the spiritual, material and human domains. 
Newman (1995) reported the notions of culture are often static. In the 
managerial literature, culture is depicted as a passive field waiting for mangers 
and leaders to act upon it. According to Newman, much of the women in 
management literature tended to replicate this view of culture as static. She 
suggested rather than seeing culture as static, it is more helpful to identify the 
active processes which prevent change from occurring. The problem lay not with 
the women themselves, but with the cultural norms of the mainly male senior 
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management group and the isolation and viability of the women within it. (p. 24). 
Bcmnis (1990) noted that a leader may discover the culture of her organization was 
an obstacle to the changes she wanted to introduce or manage. In some many 
organizations, the existing culture is devoted more to preserving itself than to 
meeting new challenges.( p. 77) 
Borrowing a concept from Bolman and Deal ( 1991) utilized in their book 
Reframing Organizations, there is an urgent need to use a new lens for reframing 
outdated or inefficient views of the culture of university governance. It is clear 
that universities in the 21st century must embrace an alternate style of leadership, 
governance, discussion and administration. There is a cogent need for them to 
more effectively respond to and serve a constituency and clientele that is diverse, 
often non-traditional and increasingly sophisticated. 
Weber (194 7) claimed that the top of the organization was most likely to 
show strong elements of a personal, "familistic" system imbued with ritual. This 
level of administrative structure drew on traditional behavior modes and was 
overlaid with symbolism. As described, the culture at the top of the university 
organization should naturally include women, yet the traditional structure of 
organizational decision-making usually excluded them. The most formidable 
challenge to the longevity, effectiveness and practicality of the structure of 
governance of colleges of education may be their ability to include women 
leadership in the central realm of university management. 
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Kaplan suggested "The leader's task is to draw out, articulate, develop, 
coordinate and implement the will of a sometimes quite divergent group. Once in 
a position of power, women leaders can challenge complacency, interrupt inertia, 
and force an institution to examine its values and consider altematives.(p.22). 
Gorenflo (1999) investigated the leadership practices of women deans in schools 
and colleges of education. At the time of this wri!,jng, Gorenflo' s dissertation was 
not available for review. She shared a set of graphs and charts summarizing her 
findings. In a phone conversation with her, she indicated views consistent with 
Kaplan on the influential leadership roles that women deans demonstrated in their 
organizations. 
By understanding the organization or unit as a culture, a leader can 
develop what Bensimon (1990) called a "more connected 'we' relationship" rather 
than a separate 'they' and 'I' relationship. When deans understand the deeply held 
values of the faculty within their units they can more accurately represent their 
college's interests in institutional decision making. Bensimon asserted that a key 
responsibility for a unit leader was interpreting or defining reality for 
organizational participants. To fulfill this responsibility, the leader must 
understand how shared meanings are involved and what symbols reflect and 
nurture these meanings. (pp.77-78). 
Morris (1990) believed the 1990's required a new kind of leadership; a 
quality that is part inspiration, part gentle persuasion. It was important for leaders 
to set an example of excellence, being ethical, open, empowering and inspiring 
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(p.90). DePree's (1987) definition ofleadership is similar to this. He defined the 
art ofleadership as" a belief, a condition of the heart (more so) than a set of 
things to do. The visible signs of the artful leader are expressed, ultimately, in 
practice." 
Brumlop (1994) suggested the route to the top was barred to women 
because of their ascribed specifically 'feminine" attributes, supposedly marking 
the feminine personality as devoid of 'leadership potential. The situation appears 
to have reversed. It appeared that future leaders were expected to demonstrate 
precisely those characteristics which are regarded as 'feminine" - intuition, 
awareness of context, thought and action based on holistic assessments, social 
competence, communication talents and a people orientation. The prognosis of 
change in leadership style and a growing need for socially competent executives 
has raised expectation among women who hope to proceed up the organizational 
ladder. (p.88). 
Deaning 
In earlier demographic analysis of education, the major findings include 
several points directly related to this study. Andersen and King (1987) found in a 
study of education deans that the majority (67%) of deans were male, white (88%) 
and half were in their positions for less than five years. A substantial majority 
(95%) of the deans held terminal degrees. Almost all the degrees were in the field 
of education. The authors expressed some concerns regarding the higher education 
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community's ability to achieve diversity and parity for women and person of color 
in futme leadership positions. 
In a study of assistant and associate deans of education, Applegate and 
Book ( 1989) investigated their career tracks and the job of deaning and found that 
white males were in the majority in these positions, that they had been in these 
positions for less than five years, were married and worked in a public university. 
These authors noted that experiences gained in the assistant and associate deans 
posts were excellent preparation for higher levels of educational administration. 
The use of this apprenticeship model helped to identify persons who might be 
future administrative leaders. Mentoring was also noted as an important aspect of 
career motivation and success. 
The 1995 book, The Wizards of Odds provided first hand accounts of the 
leadership journeys of five deans of education (Bowen, 1995). These accounts 
focused on the reflections of four male and one woman dean. They recounted their 
efforts to provide leadership for change and reform in their colleges of education. 
Zimpher, noted the importance of each dean's customized agenda to address and 
respond to the needs of university and community constituents. She emphasized 
the need for schools of education to rediscover their professional roots and 
outlined the complex tasks required of deans who want to lead reform efforts at 
their universities. Wisniewski echoed this call for reform mandates in colleges of 
education. He asserted the futme of colleges of education will be positive only if 
reform efforts move beyond rhetoric to effective action. This positive futme for 
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the academic and administrative components of a college of education was based 
on major changes in its pedagogy, scholarship, programs and outreach activities. 
In The Minority Voice in Educational Reform, (1997), Castenell and 
Tarule also sounded the call for educational reform. The absence of and the 
critical need for a minority voice which addresses the needs of women and 
persons of color in academia was the focus of this book. It was divided into two 
sections emphasizing needed reforms in leadership and schools. The authors 
underscored the "absent legacy of African American women education deans". 
Because of the formal power held by white males in educational organizations and 
the subtle institutional discrimination against women and persons of color, it was 
recommended that emergent administrative and leadership paradigms include 
alternative career experiences and executive styles of management as 
requirements for educational leaders. 
They emphasized the efforts required by women university administrators 
to maintain a balance between family and work responsibilities. The university 
community was challenged to better address the needs of these academicians. 
There was a suggestion to teach male faculty and administrators to be more aware 
of and supportive of women administrators who have primary responsibility for 
the office as well as a home. University tenure and promotion committees were 
encouraged to recognize the value of the tasks and skills involved in each aspect 
of professional women's lives. 
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The authors also explored the consequences for colleges of education who 
have few women or persons of color as leaders. They focused on collaborative 
efforts which increased the number of these under represented persons in the 
academy and changed the university's social climate to become more inclusive. 
The myriad acts of deaning at an historically Black university were 
described a last chapter on leadership reform. The sense of community spirit and 
welcoming campus were integral components of the campus atmosphere. Within 
this positive work milieu, the importance of mentoring and developing faculty and 
making ample preparations to address the needs an increasingly diverse academic 
community was emphasized. By examining unique perspectives on deaning, 
including voices that are seldom heard or acknowledged, Castenell and Tande 
( 1997) provided guidelines for the inclusion of and professional development of 
women and persons of color in the academy. 
Grounded theory 
Many of the issues addressed above were explored using a grounded 
theory approach to this study. Strauss and Corbin (1994) described this approach 
as a "general methodology for developing theory that is grounded in data 
systematically gathered and analyzed". In this manner, theory evolved during the 
completion of the on-going research and resulting data analysis. A central feature 
of this methodological approach was "a general method of constant comparative 
analysis". (p.273). The continuous comparison of data was conducted using 
qualitative and quantitative research methods. 
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Denzin and Lincoln (1994) underscored the usefulness of each type of 
research method when attempting to report an individual's point of view. 
Qualitative research methods allowed the researcher to get closer to the 
participant's perspective through detailed interviewing and observation. 
Quantitative research methods were often unable to capture the full range of the 
re~pondent's perspective due to its emphasis on more "remote inferential empirical 
materials". (p.5). 
In addition to findings from the research literature, other key components 
of the grounded theory approach utilized in this study involved data obtained from 
written questionnaires, information gathered from in-depth personal interviews 
with the women deans, and observations of and numerous interaction with the 
women deans. The research methodologies used in this study are presented in 
Chapter Three. 
CHAPTER ID 
METHODS AND PROCEDURES 
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The four major objectives of this study were to (1) establish a database on 
women who are deans of colleges of Education, (2) to describe the current 
professional milieu for these women deans, (3) to determine the career paths and 
related life choices of a group of women deans, and ( 4) to explore their self 
described leadership styles. During the course of this study, I interviewed former 
and current women deans of colleges of education about their advancement to the 
upper level of higher education administration, their current employment milieu 
and the impact of family and relationship issues on their professional careers. 
Other areas of interest included the access allotted to these women past the glass 
facade to upper level higher education administration; the presence of any self 
imposed barriers such as family or personal considerations, the role of mentoring 
in their career progression and tenure, and their sources of strength and 
perseverance. 
Survey and qualitative methodologies were utilized to collect and analyze 
data. Authorities believe that qualitative study is forged in the transaction between 
what is done, learned and felt by the researcher. Ely with Anzul, Friedman, Garner 
and Steinmetz (1991) described qualitative study as an intensely recursive, 
personal process, one that is crucial to every aspect of the qualitative way of 
looking at life. According to Ely and her colleagues, the term "qualitative" 
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highlights the primarily descriptive natme of work within this paradigm in 
contrast to the primarily quantitative emphasis of positivist approaches. 
Ely et al, (1991) believe we are living during a paradigm revolution. There 
was previously a positivist or empirical era in which the claims of empirical 
scientific research were held to be absolute. In recent decades, the empirical world 
view has been challenged by an alternative paradigm, frequently referred to as 
naturalistic. Qualitative inquiry embodies much of this shift in accepted bases of 
knowledge. Hoffman (1995) suggests three critical sources of knowledge in 
qualitative research: 1) paradigm knowledge, i.e., the strengths and weaknesses of 
the research paradigm, 2) knowledge of qualitative analysis, including an 
awareness of text, gestmes and social interaction, and 3) knowledge associated 
with an interpretive framework, i.e., a critical perspective . .. 
In addition, the study is predicated on generally accepted criteria for 
qualitative research. For example, Sherman and Webb (1988) offer five succinct 
characteristics for all areas of qualitative research: 
1. Events can be understood adequately only if they are seen in context. Therefore, 
a qualitative researcher immerses herself in the setting. 
2. The contexts of inquiry are not contrived; they are natural. Nothing is 
predefined or taken for granted. 
3. Qualitative researchers want those who are studied to speak for themselves, to 
provide their perspectives in words and other actions. Therefore, qualitative 
research is an interactive process in which the individuals studied teach the 
researcher about their lives. 
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4. Qualitative researchers attend to the experience as a whole, not as separate 
variables. The aim of qualitative research is to understand experience as a unified 
whole. 
S. Qualitative methods are appropriate to the above statements. There is no one 
general method of qualitative inquiry (p.5-8). 
A key characteristic of qualitative or naturalistic research is that questions 
for study evolve as one is conducting the study. In many cases, researchers may 
end up pursuing avenues other than those outlined by their original questions. Ely 
at al (1991) suggested three precautionary elements to be considered when making 
a research design decision: 1) an adequate self-awareness about how the field of 
study relates to one's own life, 2) a sound grasp of the research method one has 
chosen, and 3) a broad grasp of the literature and practices in one's field of 
concern and the theories and assumptions associated with these (p.30). My 
preparation includes work in each of these three areas. 
Bias Statement 
All researchers are fettered by the taken for granted meanings that they bring to 
their projects and impose upon those they would understand. A researcher can 
only begin to break the fetters if she allows her informants' words and deeds to 
break through her preconceptions. (Holland and Eisenhart, 1990, p. l 0) 
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As a former university administrator and as a woman whose father was an 
academic dean, I have my own perceptions of what personal and professional 
qualifications these positions-require. I must be willing to hear opinions that differ 
from my own without trying to alter them. I realize that I have experiences and 
perceptions related to the time when I interacted on a daily basis with university 
administrators ( deans, directors and department heads) and must be careful not to 
project my idealism, cynicism or naivete on the participants of this study. In 
addition, I must encourage these women to tell their own stories and not 
encourage them to echo others that I have heard or told. 
Following Lofland and Lofland's (1984) advice, I am encouraged to begin 
where I am - to begin not with answers but with interests, passions and questions. 
Higher education administration is my preferred employment milieu. Because of 
my upbringing on university and college campuses, I could be described as a 
"university brat." I am familiar with and feel comfortable around higher 
education officials. I believe that my senses of ease with university administrators 
and familiarity with their position requirements were advantages in my 
conversations and interactions with the women deans in this study. 
At one point in his academic career, during the 1970's, my father was an 
academic dean of a small historically Black college. Although he is Black and 
male, I wondered initially if any parts of his occupational story would be retold by 
deans who are White and female. Since I am familiar with some of his 
occupational concerns, choices and roadblocks, I was perhaps better able to 
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understand what the employment environments are like for women deans of 
education in the 1990's. However, I did not expect their life stories or career paths 
to reflect his. Although not a primary focus of my study, and given the differences 
in race, gender, socio-political climate and geographic location, it was interesting 
for me to mentally note any similarities between their stories and his. I 
approached each participant as an individual with a new story to tell, and was 
constantly aware of the need to hear each new voice. 
I realize that my experience on university and college campuses may have 
influenced my understanding of the deans' stories of their experiences. I may have 
had a tendency to think that I already had a picture of the "dean experience" 
mapped out. I needed to remind myself to set aside this myopic view of the 
decanal career paths and qualifications. Further, the life of a Black male dean 
almost 20 years ago was much different from that of a female dean in the 1980's 
and 1990's. I was mindful ofBateson's (1989) advice: 
These resonances between the personal and the professional are the 
sources of both insight and error. You avoid mistakes and distortions not 
so much by trying to build a wall between the observer and the observed as 
by observing the observer --observing yourself-- as well, bringing the 
personal issues into consciousness. Bateson (1989) p.37 
During my experience as a university affirmative action officer, I observed 
the difficulties faced by professionally qualified women who sought to reach the 
upper ranks of higher education administration. By examining the career paths of 
women deans beyond the glass facade of mid-level higher education 
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administration, I have attempted to answer the question of whether historical and 
institutional barriers continue to restrict the upward mobility of women 
administrators. The glass facade is a term used to describe the barriers that women 
and persons of color face when they attempt to enter the upper level 
administrative posts in a university. These institutional roadblocks must be 
transversed before encountering the glass ceiling. The ceiling indicates that the 
prospective administrator is already a part of the institutional system. The facade 
restricts access :from the outside to the closed society of academia. These 
impediments are especially hazardous for the prospective administrator who is not 
already part of the higher education "family," who may be an agency supervisor or 
regional superintendent or whose career has not progressed through successive 
faculty ranks. 
Because I have interviewed hundreds of people in my previous 
employment as a social worker in a Knox County (1N) welfare office, as a 
research associate working in Washington, D.C. on federal contracts involving 
cl-.ildren, youth and families, and as the Director of Affirmative Action at a 
university, I developed a certain ease with the interview process. Most recently, 
during the completion of a research project on female graduates of teacher 
education and nursing programs, I learned to truly listen to my participants and to 
wait for the conversational rhythms of the interviews to develop. I am not naive 
enough to declare that I am a talented interviewer. However, I am attentive, 
perceptive and respectful of other individuals. I hope that this insight was evident 
in my interviewing style and that it assisted me in maintaining informative 
conversations with my participants. 
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While several questions on the questionnaire provided opportunities for 
the respondents to provide insight into the existence of a glass facade, the 
instrument was not designed specifically for this purpose. Its main function was to 
elicit background data on a large sample of female deans of education and to 
determine their career paths. Insights into the glass ceiling phenomenon were part 
of the in-depth interviews of the subset of the sample. 
Lastly, my leanings are toward a feminist interpretation of events. In this 
study, I did not apply an exclusive feminine lens on what was studied. I was 
sensitive to the degree to which I might be reading into what was learned issues 
related to my feminist orientation. Following Reinharz (1992) suggestions, I 
endeavored to a) document the lives and activities of these women deans of 
education, b) to understand the experiences of these women higher education 
administrators from their own points of view and c) to conceptualize women's 
behavior as an expression of social contexts. 
Initiating the Research 
Through professional networking, I developed an informal association 
with the Chair of the American Association of Colleges for Teacher Education's 
(AACTE) Special Study Group on Women in the Deanship (SSG). After 
discussing my research interests, academic preparation and higher education 
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administration experience, I was invited to attend this SSG's first Summer 
Institute. Accepting this invitation enabled me to meet several women deans and 
to participate in their discussions. This was a generous opportunity for me to 
advance my research interests and to gauge the initial level of interest in my study. 
I was the only person who was not a university administrator and the only 
graduate student attending this Institute. 
This initial meeting with members of the Special Study Group on Women 
in the Deanship (SSG) was in Sanibel, Florida in August 1996. I met and initiated 
conversations with five of the ten founding members of the Special Study Group. 
Approximately 20 women deans attended this institute. Attendees represented a 
diversity of position titles, types of institution, locales and areas of speciali7.ation. 
Participating in the Institute offered me a valuable opportunity to gain first-hand 
information from women administrators regarding their academic careers and the 
professional climates in which they worked. The informal setting, including 
group social activities, added to the relaxed atmosphere in which conversations 
and exchanges of information naturally developed (Garrett, 1982). This 
experience helped me to begin framing my study. 
At the SSG Chair's suggestion, I contacted approximately 20 other women 
deans of education to determine if they were interested in participating in this 
research project. In addition, in keeping with the advice offered by Borg and Gall 
(1971 ), I requested that these women suggest the names of still other women 
deans to contact. This procedure enabled me to develop a list of 20 additional 
women administrators who were unable to attend the Summer Institute but who 




I was supported in this research by the Chair of the Special Study Group 
on Women in the Deanship and have professional and personal associations with 
at least two other deans in the SSG. I am also acquainted with a director in the 
national AACTE office who administers the SSG. As a result, the deans accepted 
me as a professional interested in and capable of accurately telling their stories 
(Best and Kahn, 1989). 
These initial contacts led to follow-up conversations with several other 
deans at the 1997, 1998 and 1999 AACTE annual meetings. Many of these 
women informally agreed to share their personal accounts of their rise to the 
deanship with me. I formed a "temporary affiliation" with these deans. 
"Temporary affiliation" is used to describe a modification of the participant-
observation method, it captures the "human mutuality that should characterize the 
relationship between researchers and their informants." (Belenky, Clinchy, 
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Goldberger and Tarule (1986) p.225 ) The researcher acts as "a short term partner 
who gives the informants a chance to be heard and to provide feedback to them." 
For a brief period, researcher and subject meet on common turf, each "truly being 
with the other" (Belenky, et al, p.). This process helped to create interactions that 




Qualitative research focuses on collecting data that is descriptive and 
reflects words and views of the individual. There are five essential components of 
this process: I) pilot testing; 2) bias explorations / bracketing; 3) identifying 
participants; 4) interviewing participants, and 5) analyzing data. 
Pilot interviews 
In preparation for conducting interviews with the deans, I conducted 
informal pilot interviews with two women administrators and one former dean in 
the southeastern U.S. These women were not part of the final participant group. 
The pilot interview sessions enabled me to become comfortable with the process 
of establishing rapport with participants. I became aware of ambiguities in the 
questions I asked. I developed additional questions to further probe issues of 
family and relationship and the presence of women leaders in higher education 
administration. By personally transcribing these interviews, I developed a keener 
sense for listening to my participants and gained additional expertise in 
transcribing interview data. While conducting these sample interviews and 
reviewing the transcripts of these conversations, I developed valuable insights into 
my biases regarding the experience of being the dean of a college. 
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Bracketing 
Prior to conducting the telephone interviews, I further explored possible 
limitations of my research objectivity by conducting a "bracketing interview" with 
a professor from my university (Patton, 1990). This taped conversation was used 
to explore my hidden biases, concerns and expectations regarding my research on 
women deans. During the ongoing analytical process, this step was necessary 
given my potential biases already noted. I uncovered some preconceived notions, 
prejudices and assumptions regarding the presence of women in higher education 
administration and their sources of support and perseverance. For example, I had 
to realize that a woman in higher education might not rely on faith or family in 
times of stress or that she might not be natural born manager or facilitator. 
Participant selection 
I utilized a two-step approach to this study, employing quantitative and 
qualitative research methods. In the Spring of 1998, I obtained a list of names of 
203 women deans of colleges and institutions that are members of the American 
Association of Colleges for Teacher Education (AACTE). This listing included 
women deans of all colleges, including Education, Graduate Programs, 
Undergraduate Studies, Academic Affairs, Liberal Arts, Human Development, 
Natural Sciences and Professional Studies. From this membership list, I identified 
152 women deans of colleges and schools of Education at four year universities. 
These administrators comprised the initial population that was surveyed. 
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Instrumentation 
In an effort to establish a data base on women deans of education, I 
developed a 37 item questionnaire. This instrument (see Appendix B) was 
approved by my dissertation committee and the University of Tennessee's internal 
review board. These questions covered demographic data and other data pertinent 
to each female administrator's career path. The data included critical events and 
components of the progression of successful women who were able to move 
beyond the glass facade to upper level administrative positions. 
Appendix E includes the seventeen sample questions that guided the in-
depth interviews. While most or all of these questions were utilized in each 
interview, the flow of information often led to specific questions related to the 
glass facade phenomenon as well as to additional details generated by the 
participants. 
The survey instrument was mailed to the 152 women deans of colleges of 
education. The respondents were requested to complete the written questionnaire 
providing biographical data on family history, education and personal information 
(Appendix B). Given the level of employment that has historically been available 
to women academicians, it was important to explore the factors affecting their 
career decisions (Aisenberg and Harrington, 1988). For example, Scanzoni 
(1977) noted the influence of background resources on an individual's educational 
and employment options. He concluded that women's job positions are influenced 
by father's occupation and educational attainment level as well as mother's 
educational background, as is the case for men. 
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Further, Rosenfeld (1978) found that mother's occupation is a "significant 
dimension" of daughter's occupational mobility. When controlling for age and 
race, she discovered mother's as well as father's occupations to be significant 
predictors of daughter's employment location, a unique addition to the literature at 
the time. She noted that, especially for women, a mother's occupation could 
represent an adult work-role model which influences the occupational choice of a 
child. In addition, her data revealed that when mothers worked outside the home, 
their occupation is a stronger predictor of daughter's occupation than is father's 
occupation. 
This study also investigated whether mother's employment outside the 
home in education related fields, blue collar or pink collar ( clerical/secretarial) 
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was a significant factor in their daughter's occupational inheritance (Howe, 1997; 
DeJong, 1977). Additional indicators of socioeconomic background and influences 
on achievement such as birth order and family size were examined (Duncan and 
Duncan, 1972; Adams, 1972; Blake, 1989). By including multiple influences on 
status and employment, a fuller picture of the origins of the career paths of these 
women emerged. 
Data collection 
A cover letter (Appendix A) explaining the purpose of the study and the 
questionnaire were mailed on 22 June 1998. This letter introduced me as the 
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researcher and described the four major objectives of the study: to establish a 
database on women deans; to determine their career paths to this post; to describe 
the current professional milieu for women deans and to explore their self 
described leadership styles. I explained that their participation was entirely 
voluntary and that they could withdraw from the study at any time. (Each of the 
participants completed their interview). I assured them that no reference would be 
made in oral or written reports which could link them to my study. I signed each 
woman's letter to convey a personal touch. 
Information was gathered and identified by code number only. I developed 
a tracking system using the code numbers to determine when the completed 
questionnaires were returned and whether the respondent volunteered for a 
follow-up phone volunteer. By the first return date of 15 July 1998, I received 
55:o of the completed questionnaires. A second follow-up mailing was sent on 21 
July 1998. By the second return date of 12 August 1998, I received responses 
,from -110 women deans of colleges and schools of Education, a 72% response 
rate. Data from 105 complete questionnaires were used to construct the database. 
Interviews 
Because a significant component of this research study is qualitative in 
nature, I conducted in-depth follow-up interviews by phone or in person with a 
sample of deans, including some of the original members of the Special Study 
Group on Women in the Deanship. Each dean received a voluntary participation 
form which was included in the questionnaire mailing. These forms were signed 
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by each individual using their chosen pseudonym (Appendix C). These 
pseudonyms were also used on the questionnaires. Follow-up interviews were 
only conducted with participants who volunteered for this activity by signing a 
consent form prior to the audio-taped conversation (Appendix D). 
Approximately 70 women deans volunteered to be contacted for follow-
up interviews. Using the signed voluntary participation forms, I selected 12 
women for follow-up interviews regarding more specific details on their career 
progression, family and relationship concerns, interactions with faculty and/or 
other women deans and current styles of leadership. These women were selected 
based on their stated willingness to participate in follow-up interviews and on 
the:ir type of career paths. Participants included deans who progressed up the 
university administrative ladder via traditional or alternate paths, members of the 
Special Study Group on Women in the Deanship, current and recently retired 
deans, women who were in their first deanship and those who had previously held 
the decanal posts and women whose colleges were in each of the four regions of 
the U.S. 
I interviewed current and former deans to obtain a historical perspective on 
the presence of women in higher education administration as well as to gain 
insights into their personal career paths. Heeding Lofland and Lofland's (1984) 
advice, I depended on the field setting and the women deans to help me ask 
questions which assisted them in effectively telling their stories. 
It is not a good idea to enter the field with 
questions that are too specific or too tight or too 
slanted. A narrow focus from the beginning may 
well limit what and how we see. Lofland and 
Lofland, 1984, p.12 
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The interviews were conducted at mutually agreed upon times and 
locations. Ten telephone conversations were tape recorded with the participant's 
knowledge and permission. This verbal permission was given at the start of the 
call. These taped conversations were conducted with the use of a speaker phone in 
a closed office. No one other than the researcher and the participants were present. 
Two interviews between the researcher and the participant were conducted in 
person in the participant's closed office. These conversations were tape-recorded 
Each interview lasted approximately one hour. Similar open-ended 
questions were asked each time. Prior to the conversations, respondents were 
reminded that they were being taped. The interviews were designed on a "talking 
dh:1ry" format which encouraged each woman to recount and discuss experiences 
and concerns using her own terms (Holland and Eisenhart, 1990,p.233). This 
interview process was a way of giving voice to these deans as well as a method of 
collecting personal and professional data. 
Maintaining confidentiality 
Participants were given the opportunity to use a pseudonym on the written 
questionnaire and during the audio taped interviews. Information was identified 
by this name only. Pseudonyms were used in compiling information gained from 
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the written questionnaires, follow-up interviews and throughout the study to 
protect the identity of individual respondents. ·1 was the only researcher to review 
and analyze data from the written questionnaires and interview transcripts. 
Consent forms were kept separately from the completed questionnaires. 
Analysis of interviews 
After personally transcribing the audio tapes from the first four interviews 
and my own bracketing interview session, I hired professional transcribers to 
as~ist in completing this time-consuming task. Each transcriber signed a 
confidentiality form prior to receiving the interview tapes (Appendix F.) Backup 
copies of each interview were made prior to giving the original recording to the 
transcribers. When the transcription of the remaining interviews was completed, 
each of the original tapes was returned to me. 
When the transcription of the audio-taped conversations was completed, I 
listened to them again to recheck their accuracy. Data were analyzed with the 
goal of seeking themes that revealed recurring topics within the interviews and 
that appeared to be shared by participants. Individual narratives were examined to 
determine if a pattern of common themes and experiences that may exist across 
the women's stories was discernible (Casey, 1993). If there were any parts of the 
conversation that were unclear, I contacted the respondent by phone or in person 
to double check any remaining items that required clarification. 
Visits to selected universities 
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In July of 1998 and February of 1999, I visited two colleges of Education 
ca..."Ilpuses in the Southeast. On each occasion, I met with the dean of the college in 
her office and audio-taped our hour long conversations. The format of these 
questions was the same as those used on other occasions during phone 
conversations with additional deans. These campus visits provided me with 
insights into an administrator's office, her interactions with the faculty and 
students and the general culture of the university. The added benefit of talking 
face to face with each woman was invaluable when I recalled these experiences as 
I constructed the themes from each conversation. Due to scheduling and financial 
constraints, these were the only site visits feasible. 
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CHAPTERN 
DATABASE ON WOMEN DEANS OF EDUCATION 
Two essential pmposes of this research study were to determine (I) the number of 
women who are deans of U.S. colleges of education and (2) the career paths and related 
lif~ choices of selected women deans of education. Each of the participants in this study 
was a dean of colleges at institutions that are members of the American Association of 
Colleges for Teacher Education (AACTE). 
In 1996, there were 737 member institutions of the AACTE. At that time, 33 
percent of the institutions employed women in the position of dean, director or 
department head. The representation of women in each category is seen in Table 1. 
Table 1. Position Title 
Title 
Women Deans of Colleges of Education 



















This database reported in this chapter summarizes the responses from 105 women 
deans of colleges of education. In the summer of 1998, each of these respondents was 
mailed a three-page questionnaire regarding career, organizational and demographic data 
(Appendix B). This information is unique because there is no oth~r published database on 
women deans of American Association of Colleges for Teacher Education member 
institutions. The original mailing list was obtained from the AACTE office in 
Washington, D.C. 
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Data are provided on the Dean's demographics, socioeconomic background, 
educational preparation, work history, career progression and employment milieu. In 
addition to the multiple choice and fill-in-the-blank inquiries, two questions requested 
that the deans provide information regarding their first administrative experience and the 
importance of mentoring in their professional lives. The deans were also given the 
opportunity to answer open-ended questions regarding their careers and experiences as a 
woman in higher education. Responses to these "additional comments" questions are 
reported in chapter VI of this study 
Demographics 
Race/Ethnicity 
The majority of the women deans (82%) were Caucasian. African-Americans 
comprised the second largest group (12%). Three percent were Hispanics. Two percent 
listed themselves as members of other racial groups. (See Table 2). 
The years of birth of the women deans ranged from 1927 to 1956. The largest 
groups of respondents (59) were born between 1937-1946. (See Table 3). 


































Table 4. Regions of Respondent's Birthplace 
Area Frequency Percent 
Northeast 25 23.8 
South 28 26. 7 
Midwest 35 33.3 
West 11 10.5 
Outside U.S. 4 3.8 
(no ans.) 2 1.9 
Total 105 100.0 
Regions of birth place 
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As shown in Table 4, 33 percent of the respondents were born in the Midwestern 
U.S. Twenty-seven percent were born in the south. Twenty-four percent were born in the 
northeastern U.S. Eleven percent were born in the west. Four percent were born outside 
of the United States. (See Appendix G for listing of states by region). 
Birth order 
Seventy-six percent of the respondents were either first or second born children. 
The number of siblings ranges from zero to 11. (See Table 5.) Eight-six percent of the 
respondents come from families ofup to 5 children. (See Table 6.) 




































































The majority of the deans (55%) were married. Information on second or 
subsequent marriages was not requested. Divorcees comprised 22% of the group. Fifteen 
percent of the women were single. (See Table 7.) 
Children 
Seventy-seven percent of the women have children. (See Table 8.) Fifty-eight 
percent have families with no more than two children. The next largest groups (8%) have 
fa..Tilies with 3 children. (See Table 9.) 




















































Table 10. Father's Employment 
TyPe Frequency 
White Collar 52 
In Education 8 
Blue Collar 39 




















The fathers of the respondents worked in a variety of jobs. No particular position 
received a majority of responses. Eight percent of the fathers worked in the field of 
education. An additional 50% worked in other white collar jobs. Thirty-seven percent 
held blue collar jobs (See Table 10). 
Mother's employment 
A substantial number (45%) of the mothers of the respondents worked at home. 
Many deans noted that their mothers worked only before they were married. Fourteen 
percent of the mothers worked in the field of education. An additional 21 % worked in 
other white collar jobs. Nine percent worked in pink collar ( clerical/secretarial) posts. 
Seven percent of the mothers held blue collar jobs. (See Table 11.) 
Father's education 
51 
Twenty-five of the respondents noted that their fathers had less than a high school 
education. Twenty-nine percent of the fathers are high school graduates. Seventeen 
per~ent attended college; twelve percent obtained college degrees, another 17% hold 
graduate degrees. (See Table 12.) 
Table 11. Mother's Employment 
TyPe Frequency 
AtHome 47 
In Education 15 
White Collar 22 
Pink Collar 9 
Blue Collar 7 
(no ans.) 5 
Total 105 














































Eighteen of the respondents noted that their mothers had less than a high school 
education. Thirty-one percent of the mothers are high school graduates. Thirty-one 
percent attended college; eleven percent obtained college degrees, another 8% hold 
graduate degrees. (See Table 13.) 
Educational preparation 
The majority of the respondents ( 51 % ) earned baccalaureates in the field of 
education (53 respondents). These degrees were obtained between 1947 and 1977. The 
largest group of the respondents (57%) earned their baccalaureate degrees during the 
1960's. (See Table 14.) 
Table 13. Mother's Education 
Level Frequency Percent 
Grade 3 I 1.0 
Grade 6 1 1.0 
Grade School 16 15.2 
Grade 12 1 1.0 
H.S. Graduate 33 31.4 
Attend College 32 30.5 
College Graduate 12 11.4 
Advanced Degree 8 7.6 
(no ans.) I 1.0 
Total 105 100.0 
Table 14. Years of Bachelor's De~e 
Dates Freguency Percent 
1947-1959 11 10.6 
1960-1969 60 57.2 
1970-1977 2 1.9 
(no ans.) 3 2.9 
Total 105 100.0 
(Educ ... Major 53 50.5} 
52 
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The percentage of education majors increased from the level for baccalaureate 
degrees to 67% for masters' degrees (70 respondents). These degrees were obtained 
between 1954 and 1983. The largest group of the respondents (62%) earned their master's 
degrees during the 1970's. (See Table 15.) 
Doctoral degrees were obtained from 1967 through 1995. Seventy-two percent of 
these degrees were in educational fields (76 respondents). The largest group of the 
respondents (48%) earned their doctorate degrees during the 1970's. (See Table 16.) 
Respondents were between the ages of 24 and 52 when they received their 
doctorate degrees. The ages at which the deans received their doctorates that had the 
highest frequencies were 31 years (10 women), 29 years (9 women) and 35 years of age 
(8 women). The largest groups of respondents (49%) were in their 30's when they earned 
their doctorates. (See Table 17.) 













































Table 17. Ages at Earning Doctorate 
Years Frequency Percent 
24-29 20 19.1 
30-39 51 48.7 
40-48 26 25.0 
50-52 3 2.9 
(no ans.) 5 4.8 
Total 105 100.0 
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Respondents were between the ages of 35 and 65 when they became a dean. (See 
Table 18.) The average age was 50 years. The ages at which women became a dean that 
had the highest frequencies were 48 (11 women), 54 (10 women) and 50 (9 women). The 
largest groups of respondents (47%) were in their 50's when they became a dean. The 
next largest groups of respondents ( 41 % ) were in their 40's when they became a dean. It 
took an average of 14 years to progress from earning the doctorate to becoming a dean 
For a large portion of these women (54%), it took between 10 and 19 years to become a 
dean after earning their doctorates. (See Table 19). 
Table 18. Ages at Becoming Dean 
Years Frequency Percent 
35-39 2 2.0 
40-49 43 41.2 
50-59 49 46.9 
60-65 4 3.8 
(no ans.) 7 6.7 
Total 105 100.0 




















The largest group of women (20) became deans in 1995, followed in group size by 
1 ~ women in 1996, and 13 women in 1997 and 1994. The number of women deans 
increased six folds from the l 980's to the l 990's. (See Table 20). 
Work History 
Background in K - 12 
Most of the women deans (83%) had experiences as a teacher or an administrator 
in kindergarten through grades 12. (See Table 21). Years of experience as a teacher 
ranged from 1 to 21. (See Table 22). The mean number of years was 6. Years of 
experience as an administrator ranged from 1 to 26. (See Table 23). The mean number of 
years was 8. Most women were in these positions for less than 10 years. 
Thirty-one percent of the respondents were in elementary education positions, 
23 percent were in secondary education positions. Twenty five percent of the respondents 
had experience in both settings. (See Table 24). 
Table 20. Years Respondent became Dean 
Dates Frequency Percent 
1982-1989 14 13.3 
1990-1997 87 82.9 
(no ans.) 4 3.8 
Total 105 100.0 
Table 21. Teacher Education Background 
Ad.min (K-12) Frequency Percent 
Yes 87 82.9 
No 15 14.3 
(no ans.) 3 2.9 
Total 105 100.0 



































Table 24. Background Experiences in Teacher Education 
Level Frequency Percent 
Elementary 32 30.5 
Secondary 24 22.9 
Both 26 24.8 
Mid-level 2 1.9 
Jr. High 1 1.0 
State 1 1.0 
(no ans.) 19 18.1 




Prior to becoming dean, the 105 women in this study noted their representation in 
the academic positions as seen in Table 25. As indicated by the percentages, a large 
portion of these women deans pursued the traditional career path to the deanship, through 
successive faculty positions. Other preparatory positions included being an adjunct 
professor, program coordinator, a director of a program, grant or teacher education, and 
that of interim or acting dean. 
Mentoring 
Fifty percent of the deans did not have mentors who assisted them in achieving 
their current positions. (See Table 26) Twenty-eight percent of these mentors were male, 
13% were female. Many of these women administrators noted the lack of successful 
female role models or colleagues throughout their career. Nine percent of these 
respondents had multiple, male and female mentors. (See Table 27). 
Table 25. Academic Career Path 
Position Frequency Percent 
Graduate Assistant 60 57.1 
Instructor 44 41.9 
AS"st. Professor 85 81.0 
Assoc. Professor 89 84.8 
Full Professor 69 65.7 
Department Head 56 53.3 
Asst./ Assoc Dean 44 41.9 
Table 26. Mentorins 
Mentor Frequency Percent 
Yes 51 48.6 
No 52 49.5 
(no ans.) 2 1.9 
Total 105 100.0 





(no ans.) 53 
Total 105 
Table 28. Current Title 
Position Frequency 
Dean of Coll/Sehl of Ed 67 
" and Graduate School 8 
" and Professional Studies 6 
" and Human Development 5 
" and Behavioral Science 2 
" and Health 2 
"aud Psychology 1 
Interim Dean 6 
Acting Dean 2 






















The current title of 64 percent of the respondents was "dean of the school or 
college of education." In addition to their responsibilities as education dean, other women 
also administered colleges of professional studies ( 6% ); human development ( 5% ); and 
two percent in fields such as behavioral science, arts, health or psychology. Eight percent 
of the respondents were in acting or interim dean positions, another eight percent noted 
thoy were deans of graduate schools of education. As seen in Table 28, these numerous 
titles reflected the varied talents and wide range of requirements needed in middle level 
higher education administration posts. 
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Deanship 
The women in the study were appointed to the deanship between 1982 and 1997. 
The tenure in current positions was from six months to 16 years. The median number of 
years was 5. A large majority of the women (71%) were in the position less than five 
years. (See Table 29). For 78% of the women, the current position was their first 
deanship. (See Table 30). 
Employment Milieu 
Only 17% of the respondents were the first woman dean at their institutions (See 
Table 31 ). However, 59% were the first woman deans in their colleges. (See Table 32). 
The most frequently noted "other woman dean" on their campuses was in the field of 
nursing. The year of the first woman on campus ranged from the 1880's (at religious 
institutions) to 1995 (See Table 33). 









































































Tn,e/Location of institution 
Only 11 of the deans served at Carnegie Code "research one" institutions. (See 
Table 34). Thirty-seven percent of the colleges represented by the women deans were 
located in the south, 3 7% were located in the Midwest. Twelve percent of the colleges 
were in the northeastern and 12% of the colleges were in the western region of the U.S. 
One institution was located outside of the continental U.S. (See Table 35). 
Career plans 
The deans were given six choices regarding their future career plans. Their 
responses noted in descending order are shown in Table 36. 




























Table 36. Future Career Plans 








































































PROFILES OF SELECTED DEANS OF EDUCATION 
It may be said of most people that we know only their facades. The deans who 
participated in the qualitative portion of the study agreed to let their professional masks 
down a bit. Because of their openness and generosity, these data are available on the 
decanal milieu behind the doors of the cloistered walls of academe. 
Each participant gave permission to have her career journey highlighted in this 
section. These profiles represented the exploration of interrupted and often conflicted 
lives (Bateson, 1989). Using the characterization of one of the attendees at the first 
American Association of Colleges for Teacher Education's Summer Institute of women 
deans, these career paths do not necessarily follow a straight, common line. Instead, they 
are a series of"connectedjoumeys." Each story marks one of many stones on the path to 
the deanship. 
The participants were chosen because they volunteered for additional in-depth 
interviews on the mailed questionnaires. In deciding which persons to contact, the path to 
the deanship, either through the traditional faculty and administrative ranks or from 
outside academia, or provocative comments on the written questionnaire were among the 
reasons for their selection. The location of their institution and the availability of their 
schedule influenced the selection of the deans who participated in face to face interviews. 
The average length of the follow-up face to face and phone interviews was one hour. 
Additionally, I had observed several of these women on various occasions and 
interacted with them at national conferences, summer institutes, private walks along the 
beach, small workshops and business meetings. Most of these women participated in 
more than one conversation. Initially, a few were contacted via electronic mail. In 
addition, some of the scheduling arrangements were conducted via "e-mail". 
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The data presented in this chapter were gleaned from many hours of face to face, 
telephone, and electronic mail conversations. The "tag line" provided after each name is 
based on a term or phrase used in the participant's description of herself or her career. The 
deans' stories are presented in alphabetical order based on their chosen pseudonyms. 
Using categories provided by Astin and Leland (1991), each of the 12 women 
deans was an "instigator" of significant change in the culture within their colleges of 
education. They are influential women and women with vision. Through their leadership 
practices, these women changed the face of the deanship in their colleges and universities. 
Their collective experiences tempered the glass facade obstructing the entrance of women 
and persons of color to leadership posts in higher education. 
Alexandra: "Visionary" 
Alexandra was born in the 1940's in the southeast. She was the sixth child in a 
family of nine. Her father was a fanner and construction worker and her mother was a 
housewife and fanner. She was married and has two children. Her husband also holds a 
doctorate degree and is a professor. 
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Her degrees were in elementary and early childhood education. She was a teacher 
and assistant principal in the elementary school system. Her first administrative position 
was as a higher education consultant. 
Prior to becoming dean, she was an associate dean. She became a dean 20 years 
after earning her doctorate. She was the first woman dean in her college. Her first 
deanship was for five years at a university in the Midwest. 
Alexandra always liked educational leadership, and aspired to become an 
administrator for a long time. Becoming a dean was ''just a natural end point" for her. 
She described herself as a "very visionary kind of person." She reads a lot and had 
a clear sense of what things needed to happen to ensure her success in the deanship. 
Male mentors influenced her academic and professional careers. One was a co-
worker at a state department of education who saw her leadership abilities and inspired 
her to go on for the doctorate. Another was a dean who inspired her to go into 
administration. She also relied on a brother-in-law as a confidant and sounding board. 
Her leadership style emphasizes consensus and team building. It was important 
for her to obtain input from a lot of people and used that input to help influence her 
administrative positions. She preferred not to make a decision without asking for 
feedback from others in her college. 
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In her attempts to move from the deanship to the provost or president's position, 
she encountered the glass facade. She related that there were institutional difficulties 
hindering her access to the next level of administration. Because of this roadblock, she 
was contemplating moving to another institution as dean. 
Racism has played a part in her professional life. She was not fully accepted by 
her male co-deans. She was the only dean of color at her university and the highest person 
of color in administration. She chose to put that challenge in a unique perspective. 
I think that I have learned down through the years to ... not get myself 
hung up in a lot of issues that other people would get upset about. I just 
sort of ignored them. I am sure they have happened, ignored them, and 
moved on, because I can't change my color. 
Another challenge was the difficulty of maintaining a balance between her 
personal and professional lives. She was "unequally yoked" with her husband in terms of 
position, salary and job responsibilities. 
Prayer is the answer when she needed to persevere. She also relied on professional 
networking with other persons of color as a resource for strength and direction. A unique 
job related challenge was learning to deal effectively with a faculty who was in a very 
strong collective bargaining union. Many policies in the administrative code book that 
were also part of the faculty's union contract, added to the minutiae of details that had to 
be-~onsidered when she mapped out the direction for the college. 
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Alexandra noted changes in the world of work for women. She was encouraged 
by the growing presence of women in higher education administration. There was a 
"definite increase" in the number of women deans and women vice-presidents in this 
country. 
She expressed her advice to others interested in a career in higher education 
administration: 
Go for it. If you have a goal and you want to do something - my 
recommendation is to stick with it. I believe you can achieve whatever you 
want to achieve if you put your mind to it. 
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Beyrrl:"The Interview Queen" 
Beyrrl was born in the 1940's in the Midwest. She was the first child in a family of 
ten children. Her father was a postal worker and entrepreneur. Her mother was a 
homemaker and accountant for the family business. She was divorced and has one child. 
Her degrees were in education, educational administration, and language and 
literacy development. She taught in the elementary and secondmy school systems. In her 
first administrative position, she was an acting dean of the graduate school at a research II 
institution. 
Like many of her colleagues, Beyrrl never intended to be a dean. She considered 
administration for some time. She did some training as a school administrator, with the 
expectation that she might go into a principalship or superintendent's position. After 
being an interim dean, an appointment that occurred in part through her only mentoring 
relationship, she considered the possibility of applying for the deanship. 
Prior to becoming dean, Beyrrl was a graduate assistant, an assistant, associate 
and full professor and an assistant/associate dean at other universities. She became a dean 
12 years after earning her doctorate. She is the first woman dean in her college. She has 
been in her second deanship for four years at a university in the southeast. 
Beyrrl provided a thoughtful reflection on her first four years in the deanship. 
I often thought about spending some time analyzing and maybe writing 
about the sequence a person goes through. It's sort of developmental on 
both on the part of the individual in the administrative position and for the 
unit that you're administering. 
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Year 1 was a very positive experience. There was a different dynamism about that year 
that made her think she could easily become a "change junkie." Year 2 was a bit more 
challenging because people began to understand a little bit better who she was and what 
motivated her. It was "still a fairly positive upbeat kind of experience." In Year 3 
everyone came to a different kind of sense of reality. In some ways it might have been a 
low point in terms of how some things unfolded. Beyrrl felt that she was "sort of 
struggling ... digging (her) heels in." In Year 4 "it began to come together." People were 
able to tell she was going to be successful with some of the proposed changes. 
Because she has been on numerous faculty and administrative interviews and 
served on many search committees, Beyrrl referred to herself as "the interview queen". 
During those experiences, she noticed a rhetoric about change but realized faculty and 
higher administration were not actually interested in change. However, Beyrll was hired 
with a change mandate, to take more of a leadership role in the state's teacher education 
program. 
However, Beyrrl inherited a faculty that had disengaged themselves from the unit 
and was absorbed in their own professional development. Before she became dean, the 
campus was in camps relative to teacher education, and the worst side of the camp was in 
the college of education. She used her collaborative leadership style to guide the college 
to NCA TE accreditation. This was "the perfect mechanism for creating change". 
Among her other accomplishments she included facilitating change in the work 
miJieu which enabled faculty to make advancements in their professional lives. They 
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received recognition and appreciation for their work. She determined her success by her 
ability to "do things that made life better for people." 
The isolation of her job was "probably one of the more negative things" about 
Beyrrl's experience as dean. However, she has a "great belief in the power of people to 
work together" and persevered in difficult times because of her "sense of responsibility to 
people." 
Beyrrl relied on women in administrative positions at other institutions to be her 
mentors and confidants. She has kept in contact with one group of previous co-workers 
who dubbed themselves "WOI, women of influence." They met regularly for lunch 
discussions and often interpreted their work milieu through the lens of gender. Although a 
valid perspective, Beyrrl did not always view circumstances as being particular to 
women. 
She offered this advice to women interested in the deanship: "Understand 
technology, keep current. Learn to analyze and interpret data. Be careful about using the 
gender lens. Pay attention to academic credentials." 
Beyrrl had several career plans. The possibilities included remaining in the 
deanship for several more years, or moving to another institution as dean. She had interest 
in seeking the vice president/provost's or president's position. She might return to the 
faculty in a part-time capacity after leaving the deanship. 
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Carol: "Conscious Listener" 
Carol was born in the 1940's in the southeast. She was the first child in a family of 
three children. Her father was a farmer and her mother was a realtor. She was married and 
has one child. 
Her degrees were in home economics education, child development and 
curriculum and instruction. She was a teacher and Head Start director in the elementary 
school system. Her first administrative position was as a program chair. She was selected 
for this position while she was an assistant professor. 
Prior to becoming dean, Carol was an instructor/lecturer, an assistant, associate 
and full professor and a department head at other universities. She became a dean 18 
years after earning her doctorate. She is the first woman dean in her college. She has been 
in her first deanship for three years at a university in the southeast. 
Carol first thought of becoming a dean when she was chair of a department with 
43 people who were "scattered around" five campuses. She realized that "in many 
instances, my department was larger than many colleges. I was in essence doing a lot of 
the kind of work that deans other places did by being the head of the curriculum and 
instruction department that was that large." She knew that she wanted to be a dean when I 
~ to work for "a very ineffective dean." 
Throughout her career, Carol was "tapped ... to clean up after somebody else who 
had botched something so badly in the people skills that everybody was angry and 
disgruntled." She credited her success in the deanship to her ability to "actually listen" to 
faculty and to use that opportunity to collect data and provide feedback. Her leadership 
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style was "people oriented but goal motivated." She was able "to speak her mind without 
intimating people", a gender difference in leadership. 
In 1998, the college "reached a milestone" and achieved parity between male and 
female faculty. Other accomplishments included being able to "get a piece of legislation 
modified in the state that helped the college tremendously." Carol acknowledged the 
challenges are immense for everyone in higher education but especially for deans of 
colleges of education. Unlike their counterparts, they were expected to be internal 
(campus) and external (community, state) spokespersons for the college of education. 
Carol was interested in the perceptions that "education deans can't be the top 
people, that the (glass facade) may not be so much for females but for deans of education. 
It may be coming from education which doesn't have as much clout on many campuses, 
ot.'ier types of deans ( arts and sciences or engineering) may have more opportunities at the 
top level." In spite of these concerns, Carol's career plans included remaining in the 
deanship for several more years and then seeking the vice president's/provost's or 
president's position. 
She offered sage advice to someone interested in a role in administration: 
I think one of the major challenges is to be a good communicator, good 
representative and to understand the issues at a level where one can 
represent the field well. The other is that the work with legislatures and 
other public figures is always a challenge. 
To try out leadership, to take advantage of leadership opportunities as they 
come along, volunteer for things that matter. There's always a professional 
organization that needs help, there's a professional group that needs help, 
there's a school that needs help. There's always somebody! Volunteer for 
those kinds of things and do them well. 
(l)f you take on chairing a search committee or take on the advisory for a 
student group or someone else, do it better than it's been done in the past. 
Make sure that it's organized and a nice trail of what you've done is left 
there, so that it matters that you did the job. 
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Claire: "Juggling Priorities" 
Claire was born in the 1930's in the northeast. She was the second child in a 
family of five. Her father was a superintendent of a bakery and her mother was a 
housewife and secretary. She was married and has three children. 
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Her degrees were in business education, psychology, secondary education and 
educational psychology. During the time that she was completing her studies there was 
little encouragement for women to obtain advanced degrees. "When I went back to 
school, I went back at a time when women weren't doing that. [My husband] took a lot of 
te~ing, to some extent ridicule, because his wife took the kids and left." This imbalance 
of the complex pressures of family and professional concerns continued throughout her 
career. Claire found herself "many times split in a variety of directions ... So, one learns 
how to juggle priorities." 
She was a high school teacher and state superintendent. Her first administrative 
position was as a director or research at a state board of education. This position was 
significant because there were few women in administrative positions. She was asked to 
consider management by her male supervisors and was vecy successful. She also "worked 
more hours than most people." 
Claire did not ever think she would become a dean. As a state administrator, she 
noticed that many people she admired became deans. When she decided to leave the 
agency, she found it was vecy difficult to ''jump from one type of system to another." 
Although the deanship she was considering "was in trouble," she was confident of 
her administrative abilities. She applied for the interim deanship and was accepted. Yet 
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there was a concern because she "really needed more time in that job to get the credibility 
of my colleagues who saw me as a bureaucrat coming into academe." She needed to 
"show that she could be a full participant." 
In spite of her strong sense of managing and organizing, Claire realized that was 
not the same thing as leading. These skills emerged after she realized the importance of 
vision. "It is not enough that the train is running on time-it may have to have a 
destination." She soon realized that she could influence what happened in the college. "It 
wasn't merely that we met the time lines and did what we needed to do. We did it well, 
... there was a sense of direction, meaningfulness to all this." 
Her first years as dean focused on spending a lot of time working with the faculty 
and later with administrators outside of her college. This transition was necessary because 
before she became the dean, the university was in opposite camps relative to teacher 
education. The worst side of the camp were faculty in the college of education. 
She described her leadership style as transformational, eclectic, and at times 
authoritarian. She noted a gender difference in leadership styles. "I really do think that 
women see problems differently. I tend to do more webbing, connecting, networking .. .! 
have seen that where you make little but very visible differences can have a big impact." 
Although several men played significant roles in advancing her professional 
career, Claire could not define them as "mentors." Several were Ym controlling and 
authoritarian. A female professor aided her enormously as she transitioned from a state 
education agency to the dean's position. Other women colleagues provided me 
encouragement professionally and socially. 
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Prior to becoming dean, Claire was an assistant professor. She became a dean 22 
years after earning her doctorate. She was the first woman dean in her college. She has 
been in her first deanship for five years at a university in the Midwest. 
Claire's career was unusual because it was characterized by successful and 
successive promotions within two places of employment, a state education agency and a 
university. There were distinct rewards: seeing changes; maintaining good friends; and 
making a difference. The downside was slightly lower salaries than those who were more 
often on the market. She also had some significant political experiences that have been 
helpful with the external forces and public relations part of deaning. 
Claire offered this advice to others interested in a career in higher education 
administration: 
"Successful women deans need to learn to put others first and work 
collaboratively. I recommend administration for people who have enjoyed 
and can respect the faculty, who have a good sense of what faculty do and 
value it. Value the academic mission of the university. To the extent 
possible, go through the ranks. Become a faculty member, earn tenure 
through a faculty system. Be open for new responsibilities. Stay a 
minimum of five years, make a commitment to the organization." 
Her career plans were to look more closely at retiring, do more traveling, do more 
writing of a non-educational nature, do more fun things, and to think more about myself 
(paying attention to health concerns) without believing that she was doing damage to my 
organization. 
Connie: "One Small Voice" 
Connie was born in the 1940's in the west. She was the first child in a family of 
five children. Her father was an accountant and a naval officer. Her mother was a legal 
secretary. She had one child and was divorced. 
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Her degrees were in secondary education english and educational administration. 
She held a teaching position in English in the secondary school system. After she 
finished her doctorate, her first administrative position was as the assistant to the dean. 
This position was offered to her based on her experience as a staff assistant and executive 
director of a faculty senate. During that time she worked with the senior leadership of a 
university, its faculty and administration. She later spent 10 years in what she described 
as "little dean" positions, i.e., assistant to, assistant, associate and acting dean. 
A significant encounter with a glass facade was during a time when she first 
considered the deanship. "It was very clear that the university was seeking minorities for 
its senior leadership position. Being a female did not qualify as a minority." A Black man 
was hired for this position and Connie moved to another institution as dean. 
Since she knew that she wanted a career in higher education and that she "loved 
administration," Connie made a conscious effort to prepare herself for a move into senior 
leadership. By "doing the kinds of things that faculty do," e.g., giving papers, writing 
grants, putting on major symposiums, and team teaching, she prepared her credentials. 
There were 16 years between the time Connie earned her doctorate and became dean. 
This was her second deanship. She was in the position for four years. 
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Although she "thoroughly enjoyed" the deanship, she readily admitted that she 
"worked days, nights and weekends." By "burning a lot of midnight oil," she devoted time 
and energy to what needed to be done. There was not a lot of time for a personal life. 
Connie persevered with the help of a "wonderfully strong support system." She 
made sure that she used her vacation days. It was important for her to "rejuvenate, stand 
back and reflect," she needed that time to rebuild her body and spirit. 
Because of the isolation that is inherent in the deanship, Connie also took time to 
leave the office and attended professional meetings where she connected with her peers, 
professionally and socially. Although there weren't many women in senior level positions 
on campus, Connie utilized a national network for women leaders to bolster her situation. 
Connie had "a number of mentors along the way." The first in higher education 
was during her doctoral program. "He was delightfully reflective and supportive." He saw 
her as someone who "had the potential to grow and ... then to change institutions." Her 
female mentor was a vice president with whom Connie did an internship. She gave 
Connie opportunities, placed her on committees and provided feedback. 
She described her leadership style as open, collaborative, communicative and 
facilitative. To ensure their success, she believed in providing resources and stimulating 
ideas for the people who assisted her. 
Her accomplishments included "leaving each deanship in a better position than 
when she came. At one school, she was a strong advocate for making the computer 
system the institution's top priority. She easily admits that she did not do that alone, "but 
was one small voice. 11 This theme of a group of individuals banding together to facilitate 
change continued throughout her deanship. She worked very hard to connect teacher 
education and the rest of the faculty on campus. 
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One encounter with a career roadblock came when she contemplated leaving the 
deanship for a university presidency. Although this was another opportunity for 
professional development, there was not a lot of time left to connect with other female 
colleagues in her field. Connie reflected on how important her family and friends were 
ancl realized how much more of her personal life she would have to give up if she became 
a university president. She was concerned about whether or not that was the way she 
wanted to spend the next 10 or 15 years. She decided "it's time to step sideways and do 
some of the things she had not done, like being a faculty member." She placed a 
restriction on her career and will decide later whether or not to "go on up." 
Connie wondered if one of her provosts was correct when he said she "came up 
the wrong way and there's nothing she can do about it now." She talked about career 
trajectories. 
Men tend to come up the traditional route. Women tend to come up more 
through staff positions. I think that is clearer and clearer when you look at 
the kind of people who are being appointed in academic positions. 
Connie's advice to other women interested in a career in higher education: 
Have strong academic values. Believe in yourself. Find a mentor. Read 
constantly. Reflect. Net[work] though organizations such as American 
Council on Education, American Association of University Women, 
National Association of Women in Education. Take time for yourself. Try 
to keep balance. 
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Dr. Mom: "Dual Careers" 
Dr. Mom was born in the 1940's in the southeast. She was the last child in a 
family of five children. Her father was an insurance agent and her mother was a teacher. 
She was married and had five children. 
Her degrees were in elementary education and reading. She was a teacher in the 
elementary school system. Her first administrative position was as a coordinator of 
reading at a research #1 institution. 
Dr. Mom never envisioned herself going in higher education administration. She 
was a faculty member and was a "happy, faculty member." She did all the "side things" 
tmt deans and the vice president asked her to do. Because she saw that she could do those 
things and enjoyed doing them, she viewed becoming a dean as an opportunity to be 
challenged professionally and to make a contribution to her profession. 
Dr. Mom explained that her academic and professional career had two distinct 
phases. In phase one, during her first marriage, both partners were career driven 
academicians. "In my career one, before children, I was into publications, grants, 
traveling any place, every place .. .I never said no. It was just constant energy, constant 
motion. It was everything for the profession, for the field." In phase two, during her 
second marriage, the focus was on putting her family and children first while maintaining 
a full time career as a dean. 
She firmly believed there was a distinct difference in the way that women and 
men approached the duties of the deanship. Women administrators were constrained by 
the additional responsibilities of family, care-taking roles. 
There is a female family responsibility that is a different set of 
responsibilities ... Women have responsibilities in higher ed, whether a 
deanship or otherwise, that men don't deal with. So that is a major 
difference. It is a different complexity in the responsibilities, and the roles. 
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An example of the implications of these double duty constraints was evident in 
Dr. Mom's career decisions. Her administrative career plans were tempered by family 
values, the needs of her children, a self-imposed glass facade. She saw that as a 
significant turning point in her career. It was a way that she "really began to look 
realistically at what I could do, and what I wanted to do and what I should do, and where 
the kids would come into focus on that. .. " She tried to make "real conscious decisions on 
what she could do to keep herself quasi-satisfied as a professional." She knew there not 
were a lot of female deans who had young children. Dr. Mom admitted that it really was a 
delicate balance, maintaining her "after children" career, the second professional career, 
and personal life. 
Her second husband played a significant role in encouraging her to start a career 
in higher education administration. She became an interim department chair. Later, her 
concern for her young children's stable and challenging school life prompted her to apply 
for the deanship at another institution. She accepted the position in a location that would 
give the children opportunities to have "more positive kinds of experiences." Since the 
college had just been denied NCATE accreditation, it was also a place where she could be 
"challenged professionally to make a contribution and to help tum things around." 
Since she became dean there has been "at least an 80% change" in the faculty, due 
to retirements and relocations. Dr. Mom was challenged by a new faculty who did not 
have "a feeling of connection, allegiance and dedication" to the college. She was 
beginning to see a faculty who were in two "camps." 
They're either those people who are new graduates coming in new to the 
area and they want a place to begin. They are going to stay here for X 
amount of time - until they can get out. Or you have people who come in 
and have been some place for a short period of time that come here and 
just sort of retire. 
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Dr. Mom focused on mentoring the new faculty and provided clear expectations 
and professional guidelines for them. She described her leadership style as democratic 
and autocratic. She encouraged her faculty to keep moving in a positive direction, to get 
to national meetings, do national presentations and to get grants. Because they were under 
NCATE review, there was a short window of opportunity to make necessary, progressive 
changes in their teacher education program. 
This was a frustrating time for Dr. Mom because few of her faculty and new 
colleagues shared her same vision of the improved college of education. Additionally, she 
felt the professional isolation of.having few female peers with whom to commiserate and 
strategize. "It is really a personal struggle for me in this position. It is not one that I can 
really talk to people here about, because others don't see it." She did not see this area as a 
professional area with the same "vision, focus and vivaciousness" as she had shared in 
previous networks among women faculty and deans at other institutions. 
She has learned to persevere by the "suck it up and smile and do it" philosophy. 
Th_!oughout her career she never had a colleague who was a mentor. A previous dean 
tried to give her opportunities, but she did not view him as a mentor. However, she 
conceded "I think in their books that is what a mentor did. They give you opportunities, 
but they don't sit you down and have a dialogue." Her second husband was "the closest 
thing to a mentor" she ever had. She vented her work frustrations to him. She easily 
agreed with the characterization that the professional careers of women deans have not 
been straight lined, but a "series of connected journeys." 
Prior to becoming dean, Dr. Mom was a graduate assistant, assistant professor, 
associate professor, full professor, department head and an assistant/associate dean. 
Twenty-one years passed between the time Dr. Mom earned her doctorate and became 
dean. This was her first deanship. She was in the position for five years at a southern 
university. She planned to remain in the deanship for several more years and then return 
to the faculty. 
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Elisa: "Good Fortune" 
Elisa was born in the 1950's in the northeast. She was the second child in a family 
of seven children. Her father worked construction and her mother was a homemaker. She 
was divorced and had no children. 
Her degrees were in health, physical education and recreation, psychology, motor 
learning and development. She was a teacher in the elementary school system. Her first 
administrative position was as a program coordinator. Her first deanship at a university in 
th~ northeast lasted four years. She was in her was her second deanship. This was her 
second years at a university in the northeast. Prior to becoming dean, she was a graduate 
assistant, instructor/lecturer, assistant, associate and full professor at other universities. 
Elisa's personal life had a distinct effect on the progression of her career. She was 
married while she was teaching and had a husband who did not want to switch locations. 
She was "place bound" and unable to apply for positions at other institutions that had a 
larger research agenda. This limited the geographical range that she considered for 
employment. 
By replacing a religious individual, a Christian brother, who had become ill, Elisa 
came into the deanship in a unique situation. She originally refused the provost's offer to 
replace the dean on an interim basis. Later, she reconsidered the offer and saw it as an 
opportunity and a challenge. At that time, she was at a point in her career where she had 
been a college professor for 13 years and had done some program direction. She felt she 
"had done as much as she was going to do in that particular area." 
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Elisa had the "good fortune" of working with a ''very special team of deans", one 
other female and three males. 
For whatever reason the five of us worked very well together. There was 
good congeniality, good trust, good support--really, the ability to not only 
advocate for your unit but also for all five of us to look at the university as 
a whole and college as a whole and try to make decisions based on what 
would be best for the broadest audience. 
When Elisa was at a smaller institution and she ''truly wanted a broader 
experience". Because she had been at a private university for her entire professorial 
career, she wanted to go to a public institution with a larger educational unit. In addition, 
two of her congenial male colleagues were leaving their deanships, She decided if she 
was going to have to start over (with new co-deans) she "might as well go off and get 
soine different experience as she was doing that." She was in her second year in her 
second deanship. 
There was not the same level of friendship, trust, "that real kind of working 
together, in her new work milieu. Each of her three co-deans was a male. Elisa missed 
the "ability to go and talk with another dean totally up front, totally honest and know that 
they weren't going to use whatever problems you were telling them about in another 
meeting against you." She ''truly wished" there was another female at her institution. 
She believed women administer in a slightly different way than men. It would be 
an advantage to have another female in a parallel position who could serve as a sounding 
bo~d and confidant. Among her male colleagues, ''there was never as much 
communication, never as much forthcoming with information." Although she conceded it 
86 
may be "position specific", Elisa believed there were "less opportunities for women to use 
or to demonstrate some of the parts of themselves or some of the skills they have." These 
feminine shills included "having discussions about issues, putting things out on the table, 
trying to look toward the whole rather than just looking at your own little area. Her male 
colleagues acknowledged that fact that having a female administrator in their midst had 
changed the conversations they were having. Elisa hoped it was for the better. 
There were additional adjustments made during the transition of her first years in 
the deanship. In Year I, Elisa was "brand new, from off campus, so they didn't know (her) 
at all. The faculty was trying to figure (her) out, to see how up front (she) was going to be, 
how consistent (she) was being." In Year II the faculty started to understand her style, to 
appreciate her honesty and frankness. 
The biggest challenge Elisa has faced so far was getting prepared for an initial 
NCATE accreditation. There were a lot of unknowns and a lot of housekeeping details 
that needed to be brought up to par. Elisa utilized a leadership style that was 
"collaborative, building toward wholisitic consensus." 
Bottom line is the buck stops here. I'm the one who has to make the 
decisions, so I will try and build consensus, try to get as much input as I 
can, and also take the responsibility for making the decisions that have to 
be made. 
By reaching out to friends and networking with women at other universities, Elisa 
was able to persevere. She kept in touch with individuals she met at the AACTE's New 
Dean's Institute. She also made a point of asking "the right questions or the different 
questions" of her co-deans so that she was "not the only one thinking in one particular 
way." She was uncertain whether she was able to change what had been a long-term 
culture at her university. 
Elisa advised others who are interested in a career in higher education 
administration to 
learn time management. .. you (must) be able to balance and budget your 
time because time becomes the most precious commodity. There is never 
enough time to get done what you want to do. I think if there was a second 
thing, it's having that all around balance. You have to take care of yourself, 
keep your life in order or otherwise you are not able to do the job. This is a 
12-14 hour a day job and you've got to be ready to do it" 
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Although she planned to eventually go on to the position of provost, Elisa realized 
she will face a glass facade hindering her professional progress. Because she has no 
spouse, she feared she would be unable to move up to the position of president of a 
university. 
Frances Hill: "Faculty Oriented" 
Frances was born in the 1940's in the west. She was the first child in a family of 
three children. Her father was a draftsman and her mother was a teacher. She had two 
children and was living with a male partner. 
Her degrees were in psychology, education and educational administration. She 
was a principal in the elementary school system and a district curriculum director. Her 
first administrative position was this deanship. She held no prior academic positions. 
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She saw an advertisement for the deanship in Education Weekly and thought the 
description of the position suited her. She liked the idea of teacher preparation. At the 
time, she worked in the school district as an administrator in the central office and was 
interested in superintendencies. The university was searching for someone with "a little 
more field connection." The college was an organization that had floundered and was in 
need of refocusing its mission and vision. "The university was not proud of this school of 
education at that time." 
Under Frances' leadership, the undergraduate teacher education program was 
abandoned and restructured. She faced a number of "very old school type" faculty who 
were resistant to the needed changes. Luckily, most of the faculty was in favor of the 
proposed change. Gradually, the older reluctant faculty retired. After detecting the 
"inertia" in the system, she worked slowly but deliberately to bring about change. 
Frances described her leadership styles as mostly democratic and admitted to 
bemg very political at times. When forced to, she became authoritarian. She also tried to 
see her job in a parallel way to the faculty's, and tried to be a colleague in that group. 
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Dealing with "political turmoil" was a challenge. She has survived 11 years "with a lot of 
luck and a lot of support. 
One of her biggest challenges was not to become overwhelmed by the amount of 
work that was required. She expressed "I could work 48 hours in every 24 and not get 
ev~g done." Frances persevered in difficult times by "making little spaces every 
day," e.g., doing her scholarship, doing her reading, something that "refreshed" her. She 
learned to complete daily incremental tasks and let those successes motivate her. 
There was not a time in her career when she felt the impediments of an 
institutional glass facade. Yet the balance of her professional and personal life was a 
tenuous one. Frances took time off from her career to have children and to be with them. 
However, when she was completing her doctorate, she had a long commute which 
required a lot of time away from her family. Ultimately, that marriage failed. 
Frances became a dean four years after earning her doctorate. She is the first 
woman dean in her college and the first woman dean on her campus. She was in her first 
deanship for eleven years at a university in the west. 
Mentoring by a "cluster of people" was an essential part of her life. Frances had 
multiple male and female mentors throughout her professional and academic career. One 
male mentor was her dean during her doctoral program. She explained "He was the only 
dean I had ever known" before becoming a dean and was her role model. Before working 
with Frances, he had never mentored a woman and did so "in a funny old-fashioned way." 
The other mentor was the president who hired her for the deanship. She credited 
mentoring with assisting her to achieve the position. 
She offered this advice to someone interested in a career in higher education 
You always have to think of yourselves as a professor if you are going into 
higher education. Whether you are a dean or a president, you still have to 
think of yourself in a professorial way. You have to know that especially 
in higher ed, the faculty members can only have as much power as a group 
that you are governing are issued to have. You really have to use that 
power carefully, this power, because they'll take it back in a minute. You 
only have the power that they give you. You work for them. [You have to 
be very careful] with the stewardship of your power. 
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Millie: "Two-Pieced Job" 
Millie was born in the 1940's in the Midwest. She was the first child in a family of 
two children. Her father owned a store. Her mother was a teacher. She was divorced and 
has two children. 
Her degrees were in english and educational psychology. She taught in the 
elementary school system. Her first administrative position was as a director of a center 
for women's studies. 
Prior to becoming dean, she was a graduate assistant and an assistant, associate 
and full professor at other universities. She became a dean 23 years after earning her 
doctorate. She is the first woman dean in her college. She has been in her first deanship 
fo~ five years at a university in the northeast. 
Millie aptly described her first thoughts of becoming a dean. 
It was not planned the way I expect it is for many people. It wasn't really a 
single event as it was a reflection about both personally, my own career, 
thinking about it was time for a change to do something different. But, 
also a kind of combination of events having to do with really negative 
examples of support for reform, for which I was heavily immersed in at 
the time. And how it was perhaps really necessary to go into that 
leadership position in order to effect the kind of change I wanted to effect. 
She was attracted to her university because it was an institution that was "willing to take 
risks", She inherited a "complicated situation". The university was becoming a major 
national institution and its reputation was changing dramatically. There was a "very stable 
faculty", it had not changed for many years. Millie used that as an opportunity in her first 
few years to make a major change and brought in new faculty. She expected to face 
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problems while making a change in the culture of the school from a teaching institution to 
"one that bounds teaching and scholarship." 
Using her collaborative leadership style, Millie facilitated several changes in the 
college of education during the first three years of her deanship. In the first year, she 
wit.1tdrew the college from consideration for an impending NCATE visit to do some more 
work in the college. She initiated working groups to develop a consensual framework. 
Another group worked on technology changes and gaining a mission and vision for the 
college. In the second and third years, she created a conceptual framework setting forth 
their basic agenda for "creating exemplary professionals. II The college received full 
NCA TE accreditation. 
Other accomplishments included creating a new culture in the college of 
education. a 12 district network of professional development school was established. The 
college won five national awards for its efforts in transforming professional education. 
Although there was a lot of fear among the existing faculty regarding the 
restructuring. Millie guided those reforms gradually. 
I waited to see what we could create and then worked around that. So, it 
really was building trust, getting resources and getting people meaningful 
work that ended up with things happening as the result of that work. 
The complexities of her job responsibilities led to Millie to believe that deans of 
education are different than other deans. 
We always have a two-pieced job - we're always inside and outside. No 
other dean has to do that. It means the demands on you are first of all 
greater, but also the expectations are quite different. .. Everyday I'm dealing 
with things on both (internal and external) sides of our relationships. That 
takes a different kind of approach, and I think more flexibility than is 
required in any of the other deanships. 
Millie used the motivation of the importance and the essential nature of teacher 
preparation to help her persevere. There were many people committed to the college's 
mission. She was supported by her faculty and community constituents. In addition, 
creating collegial groups among other women deans who "encouraged each other 
enormously" was very supportive for her. 
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Realizing "there are a lot of roads to this room" (the dean's office), Millie offered 
ample advice for people interested in a career in higher education administration. 
Get as many different experiences as possible to broaden their perspective. 
Do the work that is expected of you as a scholar. Get yourself out to really 
knowing schools with a variety of perspectives. 
I believe in leadership opportunities across the university or college. Go in 
to and follow whatever research path they're excited about because there 
are lots of roads to this room. Do a lot of talking with people, do some 
shadowing and watching, ask for opportunities, and get involved in as 
many aspects of reform locally and nationally as possible. 
It has to be in you, you have to have both the long view, the vision and you 
have to be able to deal with the frustrations of juggling lots of issues and 
lots of people and their needs. 
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Mitzi: "Shared Governance" 
Mitzi was born in the 1940's in the South. She was the second child and had one 
sibling. Her father is deceased and her mother is retired. She was married. 
Her degrees were in business and secondary education, and educational policy 
studies. She was a teacher and chair of business education in the secondary school 
system. Her first administrative appointment was as an high school department chair. 
After earning a doctorate, Mitzi joined a faulty and hoped to eventually become a 
full professor. When the dean left the college of education, Mitzi's colleagues asked her 
to become the interim dean. Although she "had not had a lot of administrative training", 
she had ''two seasoned associate deans" who gave her information and support. Mitzi 
welcomed that assistance because she ''was not a member of the higher education 
family." 
Prior to becoming dean, she was an associate professor. She became a dean four 
years after earning her doctorate. She was in the third year of her first deanship at a 
university in the Northeast. 
Mitzi was responsible for " a lot of detail work." She quickly learned that she 
"had two bosses, the university and the faculty." Each side held her accountable. By using 
a "shared consensus" style ofleadership, Mitzi learned to slowly build faculty confidence 
by respecting their opinions and welcoming their involvement. She reflected on this 
process. "I have had to learn how to accept what shared governance is and to understand 
that it doesn't mean that it is a threat to my ability or to their willingness to let me lead." 
She facilitated the change in the Teacher Preparation program to reflect National Board 
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Certification Standards. This was a major accomplishment for the college. The college's 
mission statement was revised. The dean's office was being reorganized. 
Mitzi offered this advice for prospective higher education administrators: 
Realize it going to be tough. As we leave the 20th century we still have 
racist, sexist baggage, recognize that but don't let it be a barrier. Use it as 
an incentive, as a motivator. 
You have to understand what leadership means, what is your definition of 
leadership and how you portray leadership. You have to be willing to work 
with all kinds of people and be willing to learn from them. You need to be 
willing to work hard, to put in the time, energy and effort to get the job 
done. 
Don't forget that you are only human. Learn to identify your weaknesses 
and bring people on board who can compensate for that. Learn to get the 
job done in the best, most efficient, most successful way possible. 
She planned to remain in the deanship for a few more years. 
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SnowBunny: "Open to Change" 
SnowBunny was born in the 1930's in the Southwest. She was the first born child 
and had one sibling. Her father worked with the Civil Aeronautics Administration. Her 
mother was a civil servant. She was married and had two children. 
SnowBunny did not begin her academic career until the age of 29, after she had 
children. All of her degrees were in elementary education. Her first administrative 
position was as an executive director of an inpatient day care treatment program in a child 
s~y center. She was the first person to hold this position. 
SnowBunny placed restrictions on the progression of her career. She believed she 
was "like many, many women my age. I was just very self-limiting in my opportunities in 
life." It was unusual to consider a position other than the entry level jobs in teaching, 
nursing or being a secretary. She was place bound because of her young family, and never 
considered a university career. She never expected to get a college degree. 
Prior to becoming dean, she was a graduate assistant, an assistant, associate and 
full professor and an assistant dean at other universities. She became a dean 21 years after 
earning her doctorate. She was the only woman dean on her campus. She was in the 
fourth year of her first deanship at a university in the West. 
Deciding to become a dean was a gradual process. For many years, SnowBunny 
thought she "certainly did not want to be a dean. As I worked with a dean and saw how he 
handled things, I began to see different ways that it could be handled and I thought there 
were things that I could do." 
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Mentoring was very important to SnowBunny's professional success. Her female 
mentor was instrumental in guiding her administrative career and encouraged her to apply 
for the deanship. SnowBunny's mentor instilled in her the belief that she could handle the 
job and be good at it. Without this encouragement, SnowBunny would have never 
considered becoming a dean. 
Some of her positive attributes were that she liked challenges, believed in herself 
and was "very, very open to change. I can change courses easily and adapt very easily to 
things." This flexibility showed in her leadership style. She emphasized collegiality, 
shared governance and problem solving in teams. It was difficult for SnowBunny's male 
colleagues to adjust to her management style. Prior to her deanship, the norm at her 
university was "good ble boys doing crisis management, ... management by the seat of 
their pants." SnowBunny provided a definition of leadership that was developed at a 
leadership academy: "Leadership is moving a group forward as fast as they are capable of 
without getting assassinated." 
SnowBunny had a very active prayer life and used that faith to persevere through 
difficult times with her faculty and male colleagues. She used "persistence, continuing to 
do what I said I was going to do, telling the truth and working to make decisions based on 
input from them." However the culture of the "good ole boy environment" has not 
changed completely. SnowBunny believed there were strengths in women's leadership 
styles that are seen as weaknesses by men. She provided several examples such as being 
able to say 'I don't know', asking questions - "you're supposed to have the answers or keep 
your mouth shut, exploring ideas and feelings and operating intuitively." She wanted to 
become more adept at asserting herself. 
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SnowBunny was the only woman administrator at her university, Because of a 
network of successful women role models, SnowBunny thought it was getting easier for 
wqmen in higher education administration. However, she cautioned that "a career such as 
this can play havoc with your personal life." She became more efficient with her 
professional and personal time. 
SnowBunny's advice for future administrators was: 
Don't make the mistake of thinking only in terms of the university Don't 
make the mistake of thinking only in terms of the university (you're) in and 
fulfilling the requirements for that university. Think beyond that and do 
what is necessary to make yourself marketable anywhere. 
Keep a teaching portfolio and document changes made to courses, 
document your progress. Have your own steady, consistent research 
agenda. The quality of your teaching should come first. 
Keep yourself well rounded and well balanced. Look for leadership roles 
at your university. Dress in a professional manner that makes people think 
you have the potential to be an administrator, to be taken seriously. Take 
leadership roles in service activities. 
Because she became a dean at the age of 59, she was "not interested in seeking a 
higher position." She planned to remain in the deanship for several more years and then 
return to the faculty. 
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TN: "Senior Dean" 
1N was born in the 1940's in the Southeast. She was the first born child and had 
one sibling. Her father was a horticulturist. Her mother was a secondary school teacher. 
She was divorced and had one child. 
Her degrees were in home economics, agricultural extension and vocational home 
economics education. She was a teacher in the secondary school system. Her first 
administrative position was as a coordinator for external affairs. This was "great learning 
experience working with all types of external constituencies." 
Prior to becoming dean, she was a graduate assistant, instructor/lecturer, assistant, 
associate and full professor, a department head and interim dean at other universities. She 
became a dean nine years after earning her doctorate. She was the first woman dean in a 
new college of education. She was in her sixth year of her second deanship at a university 
in the Midwest. 
1N was concerned that women have a difficulty saying what they want. This 
"female problem with self confidence" could be detrimental to doctoral students who 
might not place themselves in mentoring relationships. TN did not express this reluctance 
during her graduate program. She described her extensive academic career in this way: 
I was fortunate enough to get a job with a dean who was really supportive 
of me and also giving me some opportunities to develop some 
administrative skills ... And so that's how I started. 
Then I worked my way up from a faculty member to a department chair. 
Became a dean just by chance, because the dean I had left and I was asked 
to be the interim dean. A little bit earlier than I thought, but, did that, liked 
it, and so applied for the job, and I've been a dean ever since. 
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1N emphasized team building as a leadership method, she enjoyed helping people 
re:i!ize they were part of a team. She considered herself a facilitator who always liked to 
be in leadership positions or roles. 
1N admitted being "a workaholic", who exercises regularly to relieve stress. Her 
accomplishments included transitioning the co-deans meeting to a regular fall meeting at 
the senior dean's house (her house). Because of her seniority, the male deans finally had 
to respect her status and longevity. 1N enjoyed her work "with the alums" and had a good 
working relationship with a vice-president at her university. 
1N provided this advice to others interested in higher education administration: 
I think it's critical that they first build their academic credentials. Tell 
whomever your supervisor is that someday you'd like to (go into 
administration) and you'd like to be given opportunities to have some 
administrative skills. 
This job takes a person who doesn't have to have a lot of "thank you and 
reward. It's very rare that anybody's going to tell you about the good things 
you did. 





The ideas presented in this chapter are based on the words of the women who 
participated in this study. The topics included are based on their relevance to the women 
de~. In some instances, quotations from the responses to the mailed questionnaires have 
been included. In this way, voices in addition to those of the twelve women who 
participated in the follow-up interviews may be heard. The themes presented emerged 
from the analysis of the interviews. 
Timing and Career Pathways 
Although routes to the deanship were a primary focus of this research, one of the 
unexpected intervening variables along the pathways was the career time line. That is, 
when in their lifetimes the opportunity to become a dean presented itself. For example, 
one dean recalled that she did not start undergraduate classes until the age of 29. Most 
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waited until children were of a certain age before pursuing their higher education careers. 
I can't imagine anyone doing this job with children, and I know that there 
are women who do so, but I couldn't imagine that I could have tackled this 
until my son was an adult. (Carol) 
It has been a marvelous career with opportunities presenting themselves 
every day. I stayed at home raising my children for 14 years and still had 
wonderful career opportunities. (Dorothy Grace) 
It really is a delicate balance. I know there are not a lot of female deans 
that have young children and if the kids were 20 and 22 that is a different 
dimension of having children. (Dr. Mom) 
Others deans recalled supporting their husbands' careers before their own. 
I took this position after being A VP in Research II univ. to follow my 
husband's move. I had worked my way up in previous univ. (having been 
there 21 years). A new administration came in & it was clear we would be 
replaced by his (white) guys - it was a good time to seek another position. 
(Sharon) 
Societal expectations also influenced these women's ability to make time 
to prepare for a career. 
When I went back to school, I went back at a time when women weren't 
doing that. (My husband) took a lot of teasing, to some extent ridicule, 
because his wife took the kids and left. (Claire) 
One participant explained that her academic career had two distinct phases. In 
phase one, during her first marriage, both partners were career driven academicians. 
In my career one, before children, I was into publications, grants, traveling 
anyplace, everyplace ... I never said no. It was just constant energy, 
constant motion. It was everything for the profession, for the field. (Dr. 
Mom) 
In phase two, during her second marriage, the focus was on putting her family and 
children first while maintaining a full time career as a dean. 
Other participants echoed this self-imposed family related restriction to their 
career aspirations, an awareness and acceptance of being temporarily place bound. For 
example, due to concerns about a stable home life for her children and wanting an 
uninterrupted retirement pension plan in a particular state, one woman decided that she 
would leave the position before taking another deanship out of state. 
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Moving up the administrative ladder 
Seven steps toward the deanship were identified on the mailed questionnaire. 
Each respondent was asked to indicate the positions she had held prior to becoming a 
dean. The options included the positions of graduate assistant, instructor or lecturer, 
assistant professor, associate professor, full professor, department head and assistant or 
associate dean. Respondents were asked to indicate all that applied to their career paths. 
It's a great position. I knew I wanted to be dean even as an assistant 
professor and I have worked steadily toward that goal. (Maria). 
The majority of these women followed the traditional path to the deanship. 
I participated, had leadership roles ... in the early through late 1980's. 
This was an excellent opportunity to meet other women who were or 
aspired to be administrators. I was encouraged to believe I could move 
from a staff position, Director ERS ( educational research and services) 
Center and Graduate Studies to a deanship. After working as a Department 
Chair and Associate director, I recognized the value of moving up the 
'traditional way' - in a line position. Serving as dept. chair is a key 
experience to becoming an effective dean because of personnel and 
program responsibilities. (Pam) 
However, some women reached the deanship through alternate routes. 
I came into this position through an "atypical" path. (MK) 
I had limited experience in higher education although had several 
administrative positions in state and regional quasi-public or private 
organizations. Think tanks, [a] regional lab. (Dean) 
A few participants commented on the short amount of time some of their colleagues spent 
in positions along the way. One respondent noted with disdain the practice of"academic 
migrancy" among her peers. 
I think the people who really make the difference have to plant some roots. 
[You] have to stay with an organization so that when you see something 
being implemented that you're there to take the consequences of it ... 




For some women, the deanship was an unplanned opportunity, an unexpected tum 
along the paths of their academic careers. 
My career has not [been] planned. I have [been ]able to take advantage of 
unique opportunities. (Louise Douglass) 
In some instances, professors in graduate school and professional colleagues 
recommended the positions before the prospective deans had considered them. It was a 
decision that some women were reluctant to make. As noted by ltzin and Newman (1995) 
the problem lay not with the women themselves, but with the cultural norms of the 
mainly male senior administration and the isolation and viability of the women within it. 
Until the administration changed its ethos, style and behavior, it was unlikely that the 
women would care to join it. Ultimately, the support of friends and networks developed 
in graduate school were important motivating factors in the decision to take the deanship. 
Racial concerns 
A area of concern mentioned by some deans was related to race. Whether they felt 
th~v were passed over for a position in favor of a minority candidate, or if rumors of 
tokenism were heard on campus, racism had an effect on the path of their progress to the 
deanship. Once the women of color became deans, some were faced with the expectation 
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to 'do twice as much to be accepted half as often.' Some faced the clandestine circulation 
of racist materials. 
I was the first and only African American dean. Generally speaking, the 
college faculty was unaware of racist procedures and policies. They were 
in chronic denial. The first two years were difficult. (AnnB) 
Throughout these challenges, these women relied on family, personal will power, 
or used professional networks as sources of strength needed for survival in embattled 
positions. 
I think that I have learned down through the years to ... not get myself 
hung up in a lot of issues that other people would get upset about. I just 
sort of ignored them. I am sure they have happened, ignored them, and 
moved on, because I can't change my color. (Alexandra) 
Teacher education background 
Many of the participants credited their teacher education background as an 
excellent preparation for coping with reluctant faculty, co-workers, peers or supervisors. 
They gained expertise in dealing with all types of people or with difficult personalities. 
K-12 administration translates well into Higher Education administration. 
(Irish Achiever) 
I really think I became dean by accident. I believe my background in 
teaching has been extremely valuable. (Liz) 
The challenges are immense but my experience as a teacher provides good 
preparation for leadership. (Carol) 
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Credibility 
After they made the decision to become a dean and were accepted for the position, 
some women confessed their concern about being considered competent and fully 
prepared for the job. This was especially true for those who had entered higher education 
administration from other professional arenas. 
I considered putting my name in the hat for that position, Decided against 
it because I wasn't sure I was quite qualified. I hadn't been at the campus 
long enough. I wasn't sure I'd be competitive. (Beyrrl) 
I really needed more time in that job to get the credibility of my colleagues 
who saw me as a bureaucrat coming into academe. So I needed to really 
show that I could be a full participant. (Claire) 
In preparation, some took interim positions at their colleges and focused on the 
needs of the faculty before applying for the full time permanent position of dean. Others 
used their experiences teaching courses in the college of education as a means to gain 
additional credibility with the faculty. 
After accepting the position, many deans noted the long transition time or down 
time that was required for some of the faculty to become full partners with them. 
I think it probably takes two to three times as long for a woman in any 
culture in higher ed to convince people, or to really gain credibility ... I 
think it's still part of how we are conditioned [by] society. (1N) 
Mentoring 
Some thought that receiving guidance was important for their careers, but not 
necessarily essential for this position. 
Mentors along the way have made a tremendous difference. (TN) 
Mentoring has been very important to me during the early stages of my 
academic career & my administrative career. (Dmango) 
Mentoring has been very important in my success/career. I have had two 
outstanding mentors (both male) who provided me with opportunities 
beyond the position I held at the time. They each challenged me, pushed 
me, gave me useful feedback, supported me, and demanded that I give my 
best. (Julie Miles) 
A few deans viewed mentoring as a two edged sword Some deans recalled the 
negative aspects of mentoring by male colleagues, feeling that these men opened some 
professional doors for them while withholding important political strategies or insider 
information. 
I think in their books that is what a mentor did. They give you 
opportunities, but they don't sit you down and have a dialogue. (Dr. Mom) 
(Mentoring was) moderately important - he gave me the opportunities, 
listened to me - let me fail. However, he never taught me how to do things 
nor how to strategize. (Sue Jones) 
His support and guidance were helpful but my past exp[ erience] ed and 
leadership style were more significant. (Nance) 
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Another recalled an unfortunate yet instructive experience with a previous male 
boss who "exploited" her talents. Although he described what needed to be done and 
why, she remembered that he followed "the military model of the need to know", hence 
she only saw part of the picture. 
Conversely some deans credited their male mentors with providing key resources 
nc::cc.ied for their current success. 
I would not have sought a deanship without the encouragement of mostly 
male mentors. I never saw a dean who was female - or a VP or a president 
in the institutions in which I worked. (Jean) 
My mentor (dean) took the time to prepare me well for the daily tasks I 
would encounter and the political arena in which a dean functions (both 
within the university and state). He allowed me to be an active participant 
in his decision making the last three years of his deanship. There were no 
surprises or tasks for which I felt unqualified when I stepped into the 
deanship. (Cat Lover) 
Without his help, I would not have this position. (Dorothy Grace) 
It appeared that having women as role models, mentors and supporters was 
invaluable to these successful deans. They were essential sources of encouragement, 
assistance and reassurance. 
She was my first mentor. She helped me to understand the political aspects 
of administration and encouraged me to move forward. (Jam) 
Absolutely essential in giving me opportunities and guiding my acquisition 
of knowledge. (AnnC) 
Extremely important to have a woman role model and mentor! (Grace) 
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After they had some experience in the deanship, it was important to most of these 
deans that they provide mentoring to others. They considered the mentoring ofprotegee's 
a large portion of the duty associated with their administrative positions. Many took the 
time to foster the professional development of others, and to ensure junior faculty's 
readiness for future roles in higher education leadership roles. For example, some 
mentioned advising young faculty on preparing portfolios, submitting journal articles, 
gaining experience by assuming leadership roles in the college and in developing plans to 
achieve future career goals. By informing faculty of certain expectations regarding work 
performance and scholarship, these deans were able to gradually lead them into places 
that would be professionally beneficial for each of them. 
Being a dean fulfilled my career ambitions. More women should plan to 
become university administrators. Those of us in such positions should 
continually encourage others to try. The days of the "Queen Bee" 
administrator should end with this century. (Ida Mac Gowan) 
Work Milieu 
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The mentoring of others was an especially sensitive issue for most of these deans 
because of their solitary ascent to higher education administration. Many vocalized this as 
a _.;,;mary concern due to the absence of mentors, especially female role models or 
confidants in their lives. 
Isolation 
Being isolated was the most frequently mentioned aspect of their employment 
circumstance. 
It is really a personal struggle for me in this position. It is not one that I 
can really talk to people here about, because others don't see it. (Dr. Mom) 
Many respondents were the first woman dean in their colleges and found few women in 
parallel positions at their universities. For them it was extremely important to maintain 




The feelings of isolation were exacerbated by the initial lack of trust with a new 
I don't show the side of me that at times can be seen as vulnerable. That's a 
detriment. I think you lead better when you're able to be totally yourself. 
(Elisa) 
The absence of trusting environment among male colleagues was unsettling. 
It certainly isn't easy to do that (getting her male colleagues to listen to 
her) It takes longer for them to figure out that you really might have 
something to say. It is certainly helped by the fact now that I'm the one 
who has been here the longest. (1N) 
Many deans felt there were few opportunities to be "completely open." 
there are fewer opportunities for women to use or to demonstrate some of 
the parts of themselves or some of the skills that we have: having 
discussions about issues, putting things on the table, tcying to look toward 
the whole rather than just looking at your own little area. (Elisa) 
Working with other deans 
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Another problematic component of their deaning was associated with the "good 
ole boy" or country club atmosphere which was prevalent on many campuses. Some of 
the deans were able to combat this roadblock by simply outlasting their obstinate male 
colleagues. By virtue of their seniority, they slowly gained respect on their campuses. The 
male deans finally had to acknowledge their status and longevity. 
Since becoming dean, we have hired the first female president of a state 
university in our state and two female dept. chairs in our college. I am now 
the senior dean in the university and enjoy that leadership role. (Sandi) 
After consistently opening and pursuing dialogues with their male counterparts, many 
, 1:~=.en deans were able to establish good networks of communication on their campuses. 
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Deaning 
There were numerous perspectives on the full time job of being a dean. Many 
women commented on the heavy workload, long hours and complex state and national 
accreditation's requirements as well as legislative mandates. Some women commented on 
the lack of power and influence they felt had over campus issues. 
Broader influence that you really want to have in an administrative 
position, you can only have that as long as you have the trust and support 
of the faculty. It's not a given. (Elisa) 
Some enjoyed having "almost full autonomy" in their colleges. Several advised that 
gaining the trust and support of the faculty were essential for their success. Many 
mentioned the difficult necessity of "having to be tough at times." 
It is the hardest job I have held - harder than raising children or writing 
books or doing research. (Kalina) 
I believe being an education dean is the most difficult job in higher 
education. (Quince) 
Although the daily responsibilities of the position were often complex, they were 
ultimately rewarding for these women. 
It has been an enriching and rewarding experience in spite of many hours 
of work. (Namaste) 
It has been a very positive experience. The position requires crisis 
intervention, creativity, a talent for working well with people on a daily 
basis. The deanship is a challenging but fun job (at least so far!) (Cat 
Lover) 
Some deans commented that they were now at the point where they had been in 
the administrative position for a period of time and were able to watch a progression of 
successful experiences unfold. 
I've often thought about spending time analyzing the sequence that a 
person goes through ... It's sort of developmental both on the part of the 
individual in the administrative position and also for the unit that you are 
administering. (Beyrrl) 
It has been a very exciting & rewarding career. The opportunity to 
facilitate the work of the faculty, to appoint and work with an effective 
management team & to develop & realize our goals is an opportunity I 
wouldn't have missed for the world! (Durango) 
I believe there are differences in the deanship between public and private 
institutions in terms of role description, faculty expectations, fund raining 
expectations, community expectations, and student expectations! These 
may be interesting ideas to explore further. (Sam) 
Inheriting administrative messes 
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Many of the participants spoke of the daunting tasks facing them when they took 
over their deanships. However, several viewed their new positions as a series of 
opportunities rather than challenges. For many women, replacing an ineffective dean, 
inheriting and remedying previous administrative messes presented opportunities for 
advancement. 
Before I was the dean, the campus was in camps relative to teacher 
education, and the worst side of the camp were those in this college ... 
faculty had become disengaged from the unit, and absorbed themselves in 
their own professional development. (Beyrrl) 
In every position of leadership I have asswned, except one, I have 
followed a weak, ineffectual and poor leader. (Julie Miles) 




Many of the deans mentioned being hired with a mandate to make changes. A few 
noted they used initial NCA TE accreditation as a mechanism for creating change by 
establishing working teams among their faculty. For them, NCATE was ''the perfect 
mechanism to push things along." This was especially true in the circumstance where the 
previous administration was seen as a benign dictatorship which employed "a very 
paternalistic approach to things," so that there were not many natural connections 
between people. 
Others focused on making visible changes to enhance the college of education's 
credibility across a campus and across a state, by taking more of an active leadership role 
in education related issues and programs. 
The greatest challenge has been serving as dean to a college that was 
restructured. Two colleges were merged. (AnnD). 
Balancing act 
Without question, the most frequently identified aspect of being a dean was the 
struggle to find balance between their personal and professional lives. Many women 
deans mentioned this was not seemingly a concern for their male counterparts. Yet, it was 
a challenge they had to confront on a daily basis. 
I found myself many times split in a variety of directions ... So, one 
learns how to juggle priorities. (Claire) 
I believe that early leadership experiences have been critical to my success 
and belief in myself. The responsibilities given to me as a young child 
through adolescence. Also, high school and collegiate leadership roles 
provided me outstanding training ground. Perhaps juggling the multiple 
responsibilities of marriage, parenthood, career, graduate school, etc. was 
most important. (Priscilla) 
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Balancing career and personal lives is obviously a factor in all administrative 
work for men and women alike, the data suggest that it may be a more powerful issue for 
women. If the women deans, for example, have responsibilities for rearing children, 
which tasks fall heavier on women may be a singular distinction in how powerful this 
factor is in the career lines for women. 
As previously noted, personal relationships had a significant impact on these 
women's ascent-to the deanship. These unparalleled influences took the forms of putting 
off a career in favor of family related issues, struggling with first marriages that 
eventually failed because of the stresses and time constraints associated with the 
deanship, or constantly relying on family and friends as their sole means of support in 
trying times. 
Drawbacks 
The most common work environment concern was the difficulty these women 
faced in challenging the traditional male dominated culture. Some faced major resistance 
from male colleagues who were unaccustomed to women in leadership roles. Many deans 
inherited faculties who were very non-collaborative, fragmented and competitive. They 
faced initial resistance from faculties who were uncomfortable with change. 
The whole ball game has changed since they were young professors, they 
were really resentful about the fact that things have changed and they were 
expected to do something different from what they were comfortable with 
and had always been able to do. (1N) 
Itzin and Newman (1995) explained that until senior women feel that they have more 
support in challenging the dominant culture at the top, they are unlikely to be seen as 
positive role models or authority figures. 
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These women quickly learned creative ways to work with their faculty by "asking 
the right questions" or different questions from those of the previous administration. They 
requested faculty participation in making decisions in efforts to improve the quality of 
and directions for programs in the college. 
if asking for input, use that and show them how you use it 
or just don't ever ask. (TN) 
Although not trained as an administrator, I had a strong sense of 
managing, of organizing. I'm very willing to listen to others. I liked seeing 
things change, seeing things improve, and things getting focused so there 
is meaning in what we do. (SnowBunny) 
Many found it important to be an active listener, using these opportunities to 
co!lect data. It was equally important, because of new policies or programs, to let the 
faculty know they had been heard. By building consensus among the faculty, these deans 
were able to successfully challenge and change a long-term culture that was non-
productive within their colleges. 
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Pe-N~verance 
Regardless of color, these successful deans found a myriad of ways to combat the 
stresses and strains associated with their positions. For many, the personal sense or 
responsibility to people, their faculty, kept them motivated. In addition, they used 
professional and social networks, and maintained contacts with friends at other 
institutions as ways to stay ahead of their detractors. They saw challenge as an 
opportunity versus an obstacle. Some described themselves as workaholics, having very 
high energy, who relied on exercising regularly to relieve stress. Others emphasized the 
need to realize that most of the challenges were not somebody attacking you personally, 
but were preconceived ideas about women in this position. Several mentioned their 
regular use of prayer, an emphasis on keeping a spiritual side in balance. Finally, the 
practice of just putting one foot in front of the other, and grinning and bearing it was 
utilized. 
Leadership Style 
The emphasis on networking and establishing new lines of cooperation among 
male co-workers was also a method used by these deans to bring their new faculties on 
board with changes that were needed in their colleges. 
Resources are always the keys to success in any position. Women helping 
women is not enough. We need more caring leaders among the men. 
Perhaps those who have daughters will see them in our roles someday. 
(Carol) 
I have held administrative positions for 23 years. I am finally finding that 
my "style ofleadership" is in vogue. I often hear that I am 'tough' this is a 
compliment based on my ability to gather information quickly and make 
good decisions. (Julie Miles) 
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Most deans described their leadership styles as collaborative, transformative, and 
at times, authoritarian. 
I began to realize that I could influence what happens. It wasn't merely that 
we met the time lines and did what we needed to do. We did it well, 
there was a sense of direction, meaningfulness to all this. Being a 
successful leader, however, I think is very different from being a manager. 
[There is a] sense of empowerment, recognizing you can make a 
difference. (Claire) 
Because many of the deans had to work with a faculty who had become "demoralized," 
there was a need to instill "a feeling of connection, allegiance and dedication." 
Gender lines 
Out of necessity, the majority of the deans believed they did their "deaning" 
differently from their male predecessors. 
I am interested about career paths research because I believe ( as do many 
writers on this subject) that leadership from women is often developed 
outside the "career path/male paradigm framework. (Jane Addams) 
I find myself walking between doing things as male colleagues do -or 
expect - and finding a way that is more authentic and comfortable to me. 
At times, I'm not sure what is comfortable/authentic because I have lived 
in the world of masculine approaches for so long. I am periodically startled 
by other women calling attention to things I've come to take for granted or 
stopped noticing. (Elisa) 
Although this change in leadership style was initially met with reluctance by some of the 
faculty, it seemed to be a welcome change for many of their female colleagues. 
One thing that has been most touching to me has been the effect on other 
women of having a female role model/voice in administration. As I left 
**U, many women talked to me about their joy in having a woman in a 
leadership role. At some level, I knew that was out there, but the depth of 
their feeling surprised me. (Jean) 
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In many cases, male colleagues were less than enthusiastic regarding the change in 
the face of leadership. It seemed that they were unaccustomed to a woman to being the 
authority. It appeared to be less acceptable than for a man. Many women deans had to 
lccia. .. 1 to temper that characteristic, to negotiate some things with male deans, and also to 
network with other women at other institutions. 
[They were uncomfortable with] having a female administrator in their 
midst, they did not have one prior to my coming here (Elisa) 
I had no induction and little support as I entered this role. When I hit some 
very challenging attacks, I found no support from my superiors. 
I believe that being a female is highly relevant to how I do my job, what I 
accomplish and how I am perceived. A mentor to help me recognize those 
influences would be invaluable. I am hoping to have the opportunity to 
mentor new women deans in my field or institution. (Cat Walters) 
Not only did these women deans have different approaches to leadership, some 
believed that women have a different set of responsibilities than men in similar positions 
in higher education. 
There is a female family responsibility that is a different set of 
responsibilities ... Women have responsibilities in higher ed, whether a 
deanship or otherwise, that men don't deal with. So that is a major 




Each of these women deans considered herself to be a successful leader. lbis 
perception was due to involving the larger academic community in teacher education 
activities and programs, passing legislation or getting conversations going among male 
dean colleagues. They each felt they made a difference by revamping the work 
environment and the direction of the teacher education programs in their colleges. 
One of the ways I measure success ... I think I've been able to do things 
that have made life better for some people. (Beyrrl) 
Advice from the Deans 
To a great extent, the advice these successful women deans offered to younger 
persons interested in a career in higher education administration mirrored the themes 
presented. Their concerns with balance of family and careers, preparation of educational 
and experiential background, networking, communication skills, collaboration, faculty 
issues and consensual leadership are addressed in their own words: 
Successful women deans need to learn to put others first and work 
collaboratively. I recommend administration for people who have enjoyed 
and can respect the faculty, who have a good sense of what faculty do and 
value it. Value the academic mission of the university. To the extent 
possible, go through the ranks. Become a faculty member, earn tenure 
through a faculty system. Be open for new responsibilities. Stay a 
minimum of five years, make a commitment to the organization. (Claire) 
I think one of the major challenges is to be a good communicator, good 
representative and to understand the issues at a level where one can 
represent the field well. The other is that the work with legislatures and 
other public figures is always a challenge. 
To try out leadership, to take advantage of leadership opportunities as they 
come along, volunteer for things that matter. There's always a professional 
organization that needs help, there's a professional group that needs help, 
there's a school that needs help. There's always somebody! Volunteer for 
those kinds of things and do them well. 
If you take on chairing a search committee or take on the advisory for a 
student group or someone else, do it better than it's been done in the past. 
Make sure that it's organized and a nice trail of what you've done is left 
there, so that it matters that you did the job. (Carol) 
Have strong academic values. Believe in yourself. Find a mentor. Read 
constantly. Reflect. Net though organizations such as American Council 
on Education, American Association of University Women, National 
Association of Women in Education. Take time for yourself. Try to keep 
balance. (Connie) 
Get as many different experiences as possible to broaden their perspective. 
Do the work that is expected of you as a scholar. Get yourself out to really 
knowing schools with a variety of perspectives. I believe in leadership 
opportunities across the university or college. Go into and follow whatever 
research path [you're] excited about because there are lots of roads to this 
room. Do a lot of talking with people, do some shadowing and watching, 
and ask for opportunities, and get involved in as many aspects of reform 
locally and nationally as possible. It has to be in you, you have to have 
both the long view, the vision and you have to be able to deal with the 
frustrations of juggling lots of issues and lots of people and their needs. 
(Millie) 
Realize it's going to be tough. As we leave the 20th century we still have 
racist, sexist baggage, recognize that but don't let it be a barrier. Use it as 
an incentive, as a motivator. You have to understand what leadership 
means, what is your definition of leadership and how you portray 
leadership. You have to be willing to work with all kinds of people and be 
willing to learn from them. You need to be willing to work hard, to put in 
the time, energy and effort to get the job done. Don't forget that you are 
only human. Learn to identify your weaknesses and bring people on board 
who can compensate for that. Learn to get the job done in the best, most 
efficient, most successful way possible. (Mitzi) 
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Many of the themes analyzed in this chapter are also reflected in the literature. For 
example, in respect to the challenges specific to the education deanship Andersen (1999) 
wrote 
There is good justification for the image the rest of the world holds toward 
American higher education. Due to the rising tide of expectations, 
university life has become more competitive, more demanding, more open 
to inspection and criticism and more contentious. The education dean as 
the visible spokesperson, is even now regularly to account for solutions to 
a plethora of societal as well as academic problems. (Andersen, 1999, p.2) 
In respect to theme regarding women's ways of deaning and leading, Gmelch (1999) 
reported that a growing body of literature suggesting women leaders administer 
differently from their male counterparts (Kelly, 1991; Chliwniak, 1997) Further, women in 
higher education administration emphasized facilitating mutually rewarding connections 
between the education organization and its client community (Schaef, 1985, Gilligan, 




FINDINGS, REFLECTIONS AND IMPLICATIONS 
Following Ely's (1991) useful thematic analysis, this research study involved 
several fundamental components. The data from the completed questionnaires were 
studied to develop detailed, intimate knowledge of the respondents' professional and 
personal journeys to the deanship. The development of the quantitative database provided 
a clearer picture of the total population of women deans of colleges of education in the 
1990's. Data were collected on the demographics, socio-economic background, 
educational preparation, work history, career progression and employment milieu of 1 OS 
women deans. 
Initial impressions of these data were noted. A list of tentative categories and 
themes was compiled. The original categories were refined. Quantitative data were 
grouped and analyzed using an SPSS statistical package. Qualitative interview data were 
transcribed and analyzed by themes as reported in Chapter VI. Verbatim narratives were 
selected and linked to the findings from the quantitative analysis. These quotations were 
compiled according to categories. The theme statements were completed. The following 
findings were derived from the themes and compared for commonalities, differences, 
patterns and unique happenings. 
In summarizing the findings, it must be emphasized that they reflect what the 
women participants expressed. Many of the issues are generic to the work of all deans, 
male and female. They are also endemic to the work of most professionals. At the same 
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time, the purpose of this study was to report as fully as possible the perceptions of a large 
group of women deans, most of whom are relatively new to their position. 
Findings 
1. Restrictions 
Before the women successfully progressed to the deanship, they often encountered several 
barriers. Some institutional barriers were subtle, such as rewarding male behaviors or 
excluding women administrators from male centered networks. The central aim of the 
c:i;:..,ization tended to be dominantly defined by men and in men's interest (Cockburn, 
1991 ). Front line activities were often staffed by women, while central activities were 
more often performed by men. Other organizational barriers were more overt, such as a 
lack of mentoring for junior faculty and recently appointed administrators. There were 
few successful female role models or confidants for these aspiring deans. 
K.anter's (1977) concerns about women's placements in an organization were still 
valid. Many educational organizations continued to demonstrate a preference for male 
administrators and their model of management. However, women's ways of thinking and 
doing were gaining acceptance in the academy. (Belenky, et al, 1986) In many cases, the 
consensual method of leadership had become essential for the successful operation of the 
educational enterprise. 
There were societal restrictions which impacted on the careers of the deans. Male 
supervisors and co-deans expressed concern about the women dean's involvement with 
domestic and family responsibilities. There was seemingly little agreement about which 
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combination of professional and familial roles were appropriate women's roles. These 
constraints impacted the ease with which these women were encouraged to progress into 
upper management positions. 
Some restrictions were personal. Women typically continued to cany the double 
burden of rearing children and other unpaid domestic work. The complex issues of the 
timing of childbirth, being ''place bound" or restricted by location, placing a husband's 
career before their own, having a husband who was reluctant to move or having no 
spouse were a few of the complex factors which blocked women's entre into upper levels 
of educational management. 
Hochschild (1995) proffered two standard explanations for the classic pattern of 
under representation of women at higher university levels. One explanation was that the 
llll!versity discriminates against women. "If only tomorrow it could halt discrimination 
and become an impartial meritocracy, there would be many more academic women." 
(p.126). The second explanation was that women are trained early to avoid success and 
authority. Lacking good role models as well, they "cool themselves out." In this instance, 
the under representation of women in administration was not viewed as a result of 
institutional preferences but as the consequence of an array of disadvantages. Some 
commonplace occurrences were discouraging such as the invisibility of women among 
full professors, the few pictured faces of women in the faculty club, or the paucity of 
women at informal gatherings after a seminar. In addition, a bias existed regarding the 
low status awarded to "female" specialties such education and nursing. 
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Hochschild found a third explanation more plausible, namely the classic profile of 
the academic career is cut to the image of the traditional man with his traditional wife. 
"To ask why women are not in the upper rungs [of administration], we first have to ask 
what it means to be a successful male- socially, morally, humanly- and what kind of 
system makes them into what they become"(p.126 ). Hensel, (1991) argued that 
wJ versity life is not a system designed for people without wives, and conversely, for 
women without husbands. 
Women deans must consider the interaction of home and office in a more 
conscious way than their male colleagues. Women administrators became adept at 
balancing the sometimes conflicting responsibilities and expectations of their 
organiz.ational and familial jobs. Women, regardless of professional status were the 
primary care givers for children or aging parents. Many married deans experienced an 
unequal division oflabor in their homes. They performed "double duties" each <lll:Y, by 
attempting to complete a full-time job at the office and at home. McCall, Lombardo and 
Morrison (1988) considered this "hardship" a test of resilience and wit. 
The glass facade appears to be an accurate way of suggesting some of the subtle 
barriers that confront women who have broken through the glass ceiling. In the in-depth 
interviews, most of the respondents had experiences that suggested barriers to their full 
inclusion into higher education administration. That is, they were in a role of authority 
but the vestiges of a male dominated institutional culture to some degree was still evident. 
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2. Pathways 
For a majority of the women in this study, the first step along the path to the 
deanship was unplanned. Many of these women were encouraged by graduate school 
professors, agency supervisors, higher education administrators and colleagues and family 
members to apply for the deanship, if offered. This encouragement was in response to 
each woman's demonstrated management capabilities, leadership skills and traits. These 
women were sought out because of their proven abilities to ameliorate untenable 
management situations. These challenges were often viewed as opportunities for career 
and professional advancement. 
Like their male counterparts, women have traveled the traditional route up the 
administrative ladder through successive faculty ranks. This route provided the essential 
opportunity to gain knowledge of faculty needs and concerns. This exposure to pertinent 
issues and subsequent expertise in addressing them were key elements of successful 
consensual leadership. 
Credentials and a variety of experiences were important regardless of the path or 
amount of time on the path to the deanship. Once these women decided to become a dean, 
their rise to the position was rarely uncharted. They paid careful attention to the path of 
each step along the way and demonstrated additional administrative competencies at each 
juncture. 
3.Race 
Race had an effect on appointments. Of the 105 participants, 17 percent were 
women of color. Some White participants indicated they were passed over in earlier 
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decanal searches because institutions were seeking candidates of color. Some institutions 
demonstrated a preference for qualified candidates who were members of a racial or 
eG11uc minority. Some women of color found that race was still a taboo topic for 
discussion among their colleagues. Some of their colleagues were reluctant to address 
racial issues and their possible impact on workplace interactions. In two cases, 
stereotypical characteriz.ations or racist literature was surreptitiously distributed by a 
faculty member at their institutions. 
4. Mentoring 
Mentoring was essential for professional success yet not widely available. Long 
term mentoring was instrumental in securing this job. Half of the respondents did not 
have a mentor for their current deanship. Although the door of the "glass facade" had 
opened somewhat, 'insider information' was still not readily or widely available from 
their male mentors. In some instances where male mentors facilitated access, they 
withheld critical details on the subtleties of the decanal position, and its political 
landscape. Hence, these women felt an obligation to mentor their protegees. They 
incorporated this responsibility into the role of the deanship. Hetherington and Barcelo 
(1985) described this practice as ''womentoring," i.e., women mentoring women due to 
the paucity of successful female role models in administrative positions. 
Institutional discrimination against women seeking posts in higher education 
administration still exists. From the career data provided by this group of women deans 
there was evidence of subtle mechanisms of exclusion. Informal networks of friendship 
and collegial exchange that silently influence the promotion and tenure reviews remain 
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largely unavailable to women. As long as informal networks provide opportunities for 
senior males to advise their younger colleagues on publication venues, recommend 
fellowship opportunities, facilitate introductions to other major researchers, and to assess 
the collegiality and the intellectual worth of their juniors, the prevalence of these male-
only gatherings continues to be a problem for women. 
Women's positions in an educational organization can be viewed as a result of 
collective struggle and support. The understanding of women administrators' roles 
includes the entwining of the personal and the public -- the intellectual and the emotional 
- the scholarly and the political. Additionally, the university is shaped by social forces. 
More women of color are defining and redefining their roles in it. New ways of thinking 
about teaching and research have provided spaces for women scholars to challenge old 
assumptions about what it means to be in the academy. 
5. External pressures 
The education deanship is different from that of other decanal positions. Deans of 
colleges of education must be responsive to internal and external constituencies. In 
addition to working with faculty, co-deans, and provosts, education deans often respond 
to school personnel, and legislators and shifting political agendas. In addition, there are 
often numerous state or national regulations and standards governing the policies and 
practices of teacher preparation. These constraints and responsibilities differ from those 
associated with the deanships of engineering or business. Further, the academic 
community often holds these male dominated fields in higher esteem than education. 
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6. Leadership 
Women lead in a variety of ways. All attempted to be responsive to the needs and 
expectations of their university as well as their college and constituency. Many deans 
described their leadership styles as a web, involving a consensual sense of direction and 
purpose. They emphasized a respect for faculty and advocated their involvement in the 
college's decision-making process. As described by Rosener (1990), these deans utilized 
an interactive process designed to ''make people feel important, included and energized." 
(p.122) 
Wisker (1996) offered an extensive list of leadership duties. Each of the twelve 
deans demonstrated the following during their careers: managing time, chairing meetings, 
supervising others, negotiating with and managing a team, providing academic or 
administrative related leadership, persuading other to do what you need and want, setting 
up work programs and keeping people working, keeping discipline where necessary and 
handling awkward moments, giving bad news, negotiating behavior change with those 
who are under performing or upsetting the work, working to turn failure into success, 
selecting and recruiting others, appraising others and ensuring appraisal decisions are 
evaluated, planned and acted upon, having an overall scheme or plan, negotiating 
realistically, taking decisions, taking action, evaluating and reflecting, and resolving 
conflict. (p.107) 
Although an integral part of the jobs, some of these leadership abilities were 
undervalued by male colleagues, as described, for example, in Elisa's and SnowBunny's 
narratives. In addition, several deans assumed volunteer leadership responsibilities in the 
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community. They advocated these acts of service as a fertile training ground for aspiring 
administrators. 
The definition of practical usage of leadership that I believe will be most 
instructive for the 21st century is provided by Kouzes and Posner (1993). Five 
fundamental practices that enabled leaders to accomplish extraordinary tasks are outlined 
in their book, The Leadership Challenge. When they are at their personal best, successful 
leaders: 1) challenged the process, 2) inspired a shared vision, 3) enabled others to act, 4) 
modeled the way and 5) encouraged the heart. 
Each of the twelve women profiled in this study utilized all five of these practices. 
They enjoyed varying degrees of success with each practice in their particular deanship. 
Bums (1978) aptly described the challenge for educational leaders and their institutions. 
Leaders are taskmasters and goal setters, but they and their followers share 
a particular space and time, a particular set of motivations and values. If 
they are to be effective in helping to mobilize and elevate their 
constituencies, leaders must be whole persons, persons with fully 
functioning capacities for thinking and feeling. 
The problem for them as educators, as leaders, is not to promote narrow, 
egocentric self-actualization, but to extend awareness of human needs and 
the meaning of gratifying them to improve the larger social situation for 
which educators or leaders have responsibility and over which they have 
power. 
Database 
At the close of this study, I became aware ofa similar study conducted on women 
deans in the American Association of Colleges for Teacher Education member 
institutions. Partial information was obtained from an AACTE conference presentation by 
C..:i.::.:::illo (1999). The completed study was not available for review. Gorenflo reported 
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similar findings to those outlined in this study regarding the number of AACTE deans in 
her study, the ages of deans, their ethnicity, marital status, age at earning the doctorate, 
mentoring experiences, background in teacher education and collaborative leadership 
style. The Gorenflo study offered pertinent parallels to this research. Confidence in both 
studies was increased as a result of comparing these findings. In addition, earlier research 
documenting the positive influences of small family size, first or second birth order and 
mother's employment on daughter's employment and occupational prestige was 
substantiated by these findings. 
Reflections 
As I conducted the study, I was surprised that the research developed into two 
distinct projects; one closely influencing and informing the other, slowly growing into 
greater depth than originally expected. It always took longer to complete a task than I had 
expected. 
The quantitative mail survey was conducted using guidelines established by 
D1ilman ( 1978). I was astounded to receive such a large response rate. The general feeling 
among several of the deans with whom I spoke was that their career stories needed to be 
told. They were anxious to assist my efforts to give their collective "voice" its proper due. 
It was difficult to tell when a qualitative research study is completed. In this 
instance, there was no natural end point to interacting with the women deans. I learned to 
put time limits on activities, such as interviews and follow-up conversations. Many of the 
women deans have become my friends. Some are my long distance mentors. This 
personal and professional connection was an unexpected aspect of this study. 
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I feel honored to have access to a portion of the private and professional lives of 
these women and to have recorded their stories. I am now the carrier of their stories, a 
privilege I am grateful to acknowledge. I considered it my responsibility especially to the 
twelve that shared their stories. Although these discussions did not occur across a kitchen 
table as in Behar's 1993 work, Translated Woman, these conversations were just as 
intimate. I believe I have been successful in conveying a sense of richness in these 
stories. 
Although it was suggested to me that I summarize the 12 distinct stories into 
several categories. I declined to do so since it might have weakened the voices of 
successful women that are seldom heard. Institutional discrimination will always be a 
problem until there are far more first hand accounts of life in the academy. In retelling 
these stories, I traversed an unchartered territory by highlighting the details of numerous 
stories of women in higher education administration. 
Following Lofland's and Lofland's (1984) instruction to qualitative reporters, I 
was close to my subjects in the physical sense of conducting my life in face-to-face 
proximity to the women deans and administrators. The physical proximity extended over 
:. .:~.;:-.ificant period of time and variety of circumstances. I developed a closeness in the 
social sense of intimacy and confidentiality. I developed relationships that provided 
reasonable access to the dean's activities around their professional lives. I conducted the 
recording activities in such a way that my research could give close and searching 
attention to minute matters. I paid attention to the minutiae of their daily lives. 
Implications 
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Within the numerous roles within the universities, and especially as women 
increase their management and leadership responsibilities, it is important that efforts are 
m~e to change the culture of academic establishments. The varied roles that women 
deans perform, and perform well, must be properly recognized and valued by the 
university community. It may be necessary to change the university's culture to highlight 
the importance of the flexibility, diversity and balancing strengths which many women 
deans have and to reward cultural and professional diversity and the ability to balance 
varied responsibilities. 
College faculties must learn about feminist concerns of oppression and become 
allies of their female colleagues in administration. They need to learn appropriate 
responses to the particular difficulties of "surplus visibility" that a woman president or 
dean will inevitably encounter. While some male deans may also require such 
understandings, women are particularly visible in this respect (Kolodny,1998). 
It is essential for the dismantling of the glass facade that current administrators in 
colleges of education model behaviors that are inclusive of and encouraging toward 
prospective women leaders. Universities must begin to recognize a diversity in leadership 
skills that are not particular to gender but to success. 
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Universities, for example, tend to devalue certain subject areas that have had high 
concentrations of women such as in education, in contrast to business or engineering. 
They must become advocates of multiculturalism and diversity in curriculum and 
personnel. Wisker ( 1996) suggested 
There is a need to extend the practices of women's studies courses and the 
defined skills of women managers into higher education and more 
generally if we are to move into the next century with full awareness of, 
and reward for, the flexibility, the creativity and imaginative emotional 
responses which women staff and students have to offer higher education 
and employment. (p.149) 
Additional concerns about the future of educational institutions and their inclusion of 
women were expressed by some of the women deans in this study. 
Colleges and universities should offer as part of their Educational 
Administration or Higher Education Administration, a course with 
emphasis on/in university deanship. (GiGi) 
Being a dean has been gratifying and provided many opportunities, but I 
have grave concerns about the ability of teacher ed programs to be a 
relevant player in the reforms needed in schools today. 
I might add, though, that when I first attended AACTE I felt out of place -
too many gray heads, gray suits, gray minds. But that has changed and now 
there are many more people like me. (Patye) 
It is an excellent opportunity to serve the University, your profession, and 
to contribute to the preparation of professionals who will serve the 
country. Together with the team (assistant deans and directors of 
Departments) we can make a difference! (SMaRT) 
Kolodny (1998) offered an insightful perspective on this research endeavor 
Despite the continuing preponderance of men in full-time academic 
positions in education, the gender composition of the field's leadership has 
changed so rapidly in recent years that the accomplished contemporary 
academic in education can now easily be a woman, a circumstance 
uncommon in many other academic fields. Yet despite such progress we 
know little about the personal experiences of such women as they crafted 
intellectual agendas drawing from their lives as women though in 
academic contexts that have historically excluded women. (p6) 
Limitations and Suggestions 
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This research focused exclusively on women deans of colleges of education that 
are American Association of Colleges for Teacher Education member institutions. There 
is no intent to generalize these findings to the career stories all women deans or to other 
AACTE deans. The pools of respondents and participants were volunteers. Their data and 
comments may not represent the experiences of other deans. Finally, there was no other 
published research on women deans of education. The Gorenflo study was in press at the 
time of this writing and it may confirm or challenge some of what is reported here. 
Additional studies may establish the level of confidence in these data. Future 
studies should include for example, more women deans of color to determine if their 
career stories are similar to the information presented. In addition, retired deans of 
education and those who have returned to the faculty could be studied to obtain a fuller 
historical account of the employment milieu for women in higher education 
au.u1.i.nistration. Male co-deans could be interviewed to gain their perspective on the 
increasing number of women deans in academia. 
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As previously noted, the stories of women deans of education obviously include 
perceptions and experiences generic to the role of deans, male and female. The goal of the 
study was to present the stories of a group of women deans, going beyond the 
de~ographic data gathered. Perhaps the most important suggestion for additional studies 
is to seek the stories of both women and men, including persons of color, in a variety of 
academic posts. When the literature includes far more stories that reveal the feelings and 
attitudes of persons on these roles, the demographic trends can come to life. This study is 






Adams, B.N. 1972. Birth order: A critical review. Sociometry 35:411-439. 
Aisenberg, Nadya and Mona Hanington. 1988. Women of Academe. 
Amherst:The University of Massachusetts Press. 
Andersen, Dale G.1999. "The Deans of the Future." Paper delivered at the AACTE 
Annual Meeting, Washington, D.C. February 26, 1999. 
Andersen, D. And King, J. 1987. September-October. The dean of education: A 
demographic analysis. Journal of Teacher Education. 9-12. 
Applegate, Jane H. And Book, Cassandra. 1989. November-December. Journal of 
Teacher Education. 5-9. 
Astin, Helen S. and Leland, Carole. 1991. Women of Influence, Women of Vision. 
San Francisco:Jossey-Bass. 
Austin, Ann E. 1994. Understanding and assessing faculty cultures and climates, in 
Kinnick, Mary K, (ed.). Providing Useful Information for Deans and Dwartment 
Chairs. New Directions for Institutional Research, no.84, Vol, 16, no.4 San 
Francisco:Jossey-Bass Publishers 
Bailyn, L. 1980. The slow burn way to the top: some thoughts of the early years of 
organizational careers, in Work, Family and the Career: New Frontiers in Theozy 
and Research. C.B. Derr, (ed.), NY:Praeger. 
Bateson, Mary Catherine. 1989. Composing a Life. New York:The 
Atlantic Monthly Press. 
Behar, Ruth. 1993. Translated Woman: Crossing the Border with Esperanza's Stozy. 
Boston:Beacon Press. 
Belenky, Mary F.,Clinchy, Blythe. Goldberger, Nancy. and Tarule, Jill. 1986. Women's 
Ways of Knowing. New York:Basic Books. 
Bennis, Warren. 1990. March. How to be the leader they'll follow. Working 
Women. 75-78. 
139 
Bensimon, E.M. 1989.The meaning of good presidential leadership: A frame 
· analysis. Review of Higher Education, 12(2), 107-123. 
Bergquist, W. 1992. The Four Cultures of the Academy. San Francisco:Jossey-Bass. 
Best, John W. and James V. Kahn. 1989. Research in Education. Englewood Cliffs, New 
Jersey:Prentice Hall. 
Blake, Judith. 1989. Family Size and Achievement. Berkeley:Univeristy of 
California Press 
Bologh, R.W. 1990. Love or Greatness? Max Weber and Masculine Thinking- a 
Feminist Inquiry London and Boston:Unwin Hyman 
Bolman, Lee G. and Deal, Terrence E. 1991. Reframing Organizations. San 
Francisco:Jossey-Bass. 
Borg, Walter and Meredith Gall. 1971. Educational Research. New York:David McKay 
Co. Inc. 
Bowen, Larry. S.(ed.). 1995.The Wizards of Odds: Leadership Journeys of Education 
Deans. Washington, D.C.:AACTE. 
Brumlop, Eva. 1994. Women at the top - more than just a passing fad? The new 
management culture and sexual politics, in de Bruijn, Jeanne and Cyba, Eva, 
( eds.) Gender and Organizations - Changing Perspectives. Amsterdam:VU 
University Press. 
Burns, J.M. 1978. Leadership. New York:Harper & Row. 
Casey, Kathleen. 1993. I Answer with My Life: Life Histories of Women Teachers 
Working for Social Change. London:Routledge. 
Castenell, Louis and Tarule, Jill. 1997. The Minority Voice in Educational Reform. 
Greenwich,CT:Ablex Publishing Corp. 
Chamberlain, M. K.1988. (ed.). Women in Academia: Progress and Prospects. New 
York:Russell Sage Foundation. 
Chliwniak, L. 1997. Higher Education Leadership: Analyzing the Gender Gap. ADHE-
ERIC Higher Education Report, 25(4). Washington, D.C.:The George Washington 
University Graduate School of Education and Human Development. 
Cockburn, C. 1991. In the Way of Women London:Macmillan 
Daniels, P. and Weingarten, K. 1982. Mother's hours, in Sooner or Later: The Timing of 
Parenthood in Adult Lives. NY:Norton. 
De Jong, Peter. 1977. Patterns of Intergenerational Occupational Mobility of American 
Females. San Francisco:R & E Associates. 
Denzin, Norman and Lincoln, Yvonna. (1994). Handbook of Qualitative 
Research. Thousand Oaks:Sage Publications. 
DePree Max. 1987. Leadership is an Art. East Lansing, MI:Michigan State 
University Press. 
Dillman, D. 1978. Mail and Telephone Surveys: The Total Design Method. New 
York: Wiley and Sons. 
DuBois, B. 1979. Passionate scholarship: Notes on values, knowing and method in 
feminist social science, in Bowles, G. and Duelli-Klein (eds.), Theories of 
Women's Studies. London and Boston:Routledge and Kegan Paul. 
Duncan, O.D., Featherman, D. L. and Duncan, B. 1972. Socioeconomic 
Background and Achievement. New York:Seminar Press. 
Ely, Margot et al. 1991. Doing Qualitative Research: Circles within Circles. 
London:The Palmer Press. 
Fennema, Elizabeth and M. Jane Ayer. 1984. Women and Education. 
Berkeley:McCutchan. 
Ferguson, K.E. 1984. The Feminist Case Against Bureaucracy. 
Philadelphia:Temple University Press. 
Garrett, Annette. 1982. Interviewing. New York:Family Service Association of 
America. 
Gilligan, Carol. 1982. In a Different Voice Cambridge,MA:Harvard University Press. 
Gmelch, Walter H. 1999. "The Education Dean's Search for Balance." Paper 
delivered at the AACTE Annual Meeting, Washington, D.C. February 26, 1999. 
Gorenflo, Barbara. 1999. "An Investigation of the Career Paths and Leadership 
Practices of Women Deans in Schools and Colleges of Education." Paper 
delivered at the AACTE Annual Meeting, Washington, D.C. February 26, 
1999. 
Harlow, Elizabeth, Hearn, Jeff and Parkin, Wendy. 1995. Gendered noise: 
Organizations and the silence and din of domination, in Itzin, Catherine and 
Newman, Janet.(eds.) 1995 Gender, Culture and Organizational Change. London 
and New York:Routledge 
Barragan, Betty Lehan. 1977. Games Mother Never Taught You. New York: Warner 
Books. 
H~el, N.1991. Realizing Gender Equality in Higher Education: The Need to Integrate 
Work/Family Issues. ASHE-ERIC Higher Education Report 2, Washington, 
~.C.:The George Washington University. 
Hetherington, Cheryl and Barcelo, Rusty. 1985. Fall. Womentoring:A cross-cultural 
perspective. Journal of NA WDAC. 12-15. 
Hochschild, Arlie Russell.1995.Inside the clockwork of male careers, in ltzin, Catherine 
and Newman, Janet. (eds.) 1995 Gender, Culture and Organizational Change. 
London and New York:Routledge 
Hoffman, Rich. 1995. "Eight Question about Qualitative and Quantitative 
Research". Paper presented at the Eighth Annual Qualitative research in 
Education Conference, Athens, Georgia, January, 1995. 
Holland, Dorothy C. and Margaret A. Eisenhart. 1990. Educated in Romance. 
Chicago:The University of Chicago Press. 
Howe, Louise K. 1997.Pink Collar Workers. NewYork:G.P. Putnam's Sons. 
Itzin, Catherine and Newman, Janet. (eds.)1995 Gender, Culture and Organizational 
Change London and New York:Routledge 
Kanter, Rosabeth Moss. 1977. Men and Women of the CoipOration. New 
York:Basic Books. 




Kaplan, Sheila and Tinlsey, Adrian. 1989. January-February. The unfinished 
agenda: Women in higher education administration. Academe.18-22. 
Kaplan, Sheila and Tinlsey, Adrian. 1989. December. Women in administration in 
higher education. The Education Digest. 25-27. 
Kaplan and Tinsley (eds) Women in Higher Education Administration. New 
Directions for Higher Education.(45) San Francisco:Jossey-Bass. 
Kelly, R. M. 1991. The Gendered Economy: Work, Careers and Success. Newbury 
Park,CA:Sage. 
Kolodny, Annette. 1998. Failing the Future: An Education Dean Looks at Higher 
Education in the Twenty-first Centwy. Durham and London:Duke University 
Press. 
Kouzes, James M. and Posner, Barry Z. 1987. The Leadership Challenge. San 
Francisco:Jossey-Bass. 
Kram, Kathy E. 1985. Mentoring at Work: Developmental Relationships in 
Organizational Life. Glenview, 11.:Scott Foresman. 
Lofland, J. and L. H. Lofland. 1984. Analyzing Social Settings: A Guide to 
Qualitative Observation and Analysis. Belmont,CA:Wadsworth. 
McCall, Morgan W., Lombardo, Michael M. and Morrison, Ann. 1988. The Lessons of 
Experience. New York:Lexington Books. 
Morgan, G. and Smircich, L. (1982) Leadership: The management of meaning. Journal of 
Applied Behavioural Science, 18/3:257-73. 
Moore, Kathryn M. 1984. March. Careers in college and university administration:How 
are women affected? in A. Tinsley, C. Secor and S. Kaplan (eds) Women in 
Higher Education Administration. New Directions for Higher Education.( 45) San 
Francisco:Jossey-Bass. 
Morris, Michelle. 1990. March. The new breed of leaders. Working 
Women. 73-75. 
M9rrison, Ann, White, Randall P. and Van Velsor, Ellen. 1987. Breaking the Glass 
Ceiling. Reading,MA:Addison-Wesley. J 
143 
Morrison, Ann, et al.1992. updated ed. Breaking the Glass Ceiling: Can Women Reach \// 
the Top of America's Largest Corporations? Reading,MA:Addison-
Wesley. 
Newman, Janet.1995. Gender and Cultural Change, in Itzin, Catherine and Newman, 
Janet. (eds.) Gender, Culture and Organizational Change London and New 
York:Routledge 
Olesen, Virginia. 1994. Feminisms and Models of Qualitative Research, in Denzin and 
Lincoln, (eds.) Handbook of Qualitative Research. Thousand Oaks:Sage. 
Parsons, Talcott. 1951. The Social System. New York:Free Press. 
Patton, Michael Quinn. 1990. Qualitative Evaluation and Research Methods. 
Newbury Park:Sage Publications. 
Powell, Gary. N. 1993. Women and Men in Management. 2nd edition. 
Newbury Park, CA: Sage Publications. 
Reinharz, Shulamit. 1992. Feminist Methods in Social Research. New York:Oxford 
University Press. 
Rosener, J. B. 1990. November-December. Ways women lead. Harvard Business Review, 
119-125. 
Rosenfeld, Rachel A. 1978. Women's Intergenerational Occupational 
Mobility. American Journal of Sociology 43 :36-46. 
Rdss, Marlene and Green, Madeleine. 1998. The American College President. 
Washington, D.C.:ACE. 
Scanzoni, John H. 1977. The Black Family in Modem Society. 
Chicago:University of Chicago Press 
Schaef, W.W. 1985. Women's Reality: An Emerging Female System in a White Male 
Society. San Francisco:Harper and Row. 
Schein, Edgar H. 1992. Organizational Culture and Leadership. 
San Francisco:Jossey-Bass. 
Sekaran, Uma. 1990. Frontiers and new vistas in women in management research. 
Journal of Business Ethics. (9) 247-255. 
Shakeshaft, C. 1989, November. The gender gap in research in educational 
administration. Educational Administration Quarterly, 25 (4), 324-337. 
Sherman, Robert and Rodman Webb. 1988. Qualitative Research in Education: Focus 
and Methods. London:Falmer Press. 
Strauss, A. and Corbin, J. 1994. Grounded Theory Methodology: An Overview, in 
Denzin, Norman and Lincoln, Yvonna.(eds.) Handbook of Qualitative 
Research. Thousand Oaks:Sage Publications. 
144 
U.S. Department of Education. National Center for Education Statistics. 1996. Women: 
Education and Outcomes. NCES 96-061, by Teresa L. Chan Kopka and Roslyn 
Korb. Washington, D.C. 
Wallace, Phyllis. 1980. Black Women in the Labor Force. Cambridge, MA:The M.I.T. 
Press. 
Weber, Max. 1947. The Theory of Social and Economic Organization. New 
York:Oxford University Press. 
Wilson, Jean, 1990. Summer. Moving in and moving up: Women in higher education in 
the 1990's, in Larry W. Jones and Franz A. Nowotny, (eds.) An Agenda for the 
New Decade. New Directions for Higher Education. (70) San Francisco: Jossey-
Bass. 









• . Date 
Name 
Dean, College of Education 
University 
College of Education 
Institute for Educational Innovation 
332 Claxton Addition 
Knoxville, Tennessee 3 7996-3400 
( 4 23) 97 4-0885 
FAX (423) 974-8718 
Office 
City, State, Zip 
Dear Dr. 
I am a doctoral candidate at the University of Tennessee. My research is on the career paths 
of women deans of college of education. The purpose of this study is to give voice to the 
story of the upward mobility of women administrators in higher education. 
The four major objectives of this research are to establish a database on women deans of 
colleges of education; to determine their career paths to this position; to describe the current 
professional milieu for women deans, and to explore the leadership styles of women 
administrators. 
I invite you to participate in this project. Your participation is voluntary but is important to 
the success of the study. If you decide to participate, you may withdraw from the study at any 
time. If you withdraw from the study before it is completed, any data you provide will be 
returned to you or destroyed. 
Enclosed is a questionnaire requesting demographic and career information. It is being sent to 
all women deans of education. It will take approximately 20 minutes to complete. Your 
completion and return of the questionnaire constitute your consent to participate in the 
research project. All information will be reported anonymously. The code number on the 
questionnaire is only for the purpose of contacting you if you volunteer for a follow-up 
interview. No references will be made in oral or written reports which could link you to the 
study. Data will be stored securely and will be available only to me. 
Please return this questionnaire by 15 July 1998. If you have questions at any time about the 
study, please contact me at the University of Tennessee, College of Education, 332 Claxton 
Addition, Knoxville, TN 37996-3400 and (423/974-0885). Thank you for your participation. 
Cordially, 
Denise M. Harvey 
cc: Professor Richard Wisniewski, Dissertation Chair 
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AppendixB 
DATA ON WOMEN DEANS OF EDUCATION 
No. ___ _ 
1. Please select a pseudonym for yourself. __________________ _ 
2. Race/Ethnicity: 
African-American ___ Alaskan Native ___ Asian ___ Caucasian 
Hispanic ___ Native American ___ Pacific Islander Other ___ _ 
3. Year of birth. _____ 4. Place of birth. _______________ _ 
5 Number of siblings, ____ 6. Your birth order among your siblings? ______ _ 
7. Current Marital Status: 
Single ___ Married. ___ Divorced ___ Other ________ _ 
8. Do you have children? yes ___ no ___ 9. If yes, how many? _______ _ 
IO. Your Father's Employment _______________________ _ 
11. Your Mother's Employment. _____________________ _ 
12. Please check highest level of your Father's Education: 
Grade School High School Graduate. __ _ 
Attended College or Post Secondary School. __ _ 
College Graduate. ___ Graduate Degree. __ _ 
13. Please check highest level of your Mother's Education: 
Grade School. ___ High School Graduate. __ _ 
Attended College or Post Secondary School __ _ 
College Graduate ___ Graduate Degree __ _ 
14. Your Baccalaureate Degree is from? __________________ _ 
Major _____________________ Year _____ _ 
15. Your Master's Degree is from~? ____________________ _ 
Major _____________________ Year _____ _ 
16. Your Doctoral Degree is from? ____________________ _ 
Major _____________________ Year _____ _ 
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17. Other Academic Attainments/Recognitions or Awards? ____________ _ 
18. Have you taught in or been an administrator ofK-12 schools? yes. ___ no. __ _ 
19. If yes, number of years as a teacher? __ _ 
If yes, number of years as an administrator? __ _ 
Position title(s) ________________________ _ 
20. At which level? Elementary ___ Secondary ___ Both. __ _ 
21. Title of Current Position _______________________ _ 
22. How many years have you been in your current position? __ _ 
23. Is your current university a Research #1 institution? yes ___ no __ _ 
24. Is this your first Deanship? yes ___ no __ _ 
25. If no, at which other institutions have you served as Dean? ___________ _ 
26. Prior to becoming a Dean, what other academic positions have you held? 
(Please check all that apply): Graduate Assistant ___ Instructor/Lecturer __ _ 
Assistant Professor ___ Associate Professor ___ Full Professor __ _ 
Department Head Assist/Assoc. Dean ___ Other _________ _ 
27. What was your first administrative position? ________________ _ 
28. Please note anything that was special about your first administrative appointment ___ _ 
29. Are you the first woman Dean in your College? yes. ___ no ___ _ 
30. If no, in what year did the first woman Dean serve? _____________ _ 
3 I. Are you the first woman Dean on your current campus? yes. ___ no ___ _ 
32. If there are other women Deans on your campus, in which colleges do they serve? __ _ 
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33. Did a mentor assist you in achieving your current administrative role? yes ___ no __ 
34. If yes, is that person female?___ male? __ _ 
35. If yes, how important has mentoring been in your success/career? ________ _ 
36. Your Career Plans are to? (Please check all that apply) 
Remain in Deanship for several more years __ _ 
Move to another institution as Dean. __ _ 
Seek Vice President/ Provost's or President's position. __ _ 
Return to Faculty after leaving Deanship __ _ 
Retire __ _ Uncertain __ _ 
Other ____________________________ _ 
37. Is there anything else you would like to add about your career or about being a Dean? __ 
PLEASE RETURN THIS QUESTIONNAIRE BY 15 JULY 1998 
NOTE TO ALL RESPONDENTS 
If you would be willing to enclose your vita, it will provide additional information about your 
career and work. If you choose to do so, please be assured that it will not be seen by anyone 
except me. You may want to remove your name and insert your pseudonym before mailing. 
If you are willing to participate in a follow-up phone conversation to discuss further your work 
as a Dean and the role of women Deans, please provide your office phone number, so that I may 
contact you. 
Office Phone Number 
Signature __________________ Date ________ _ 
TIIANK YOU FOR YOUR TIME AND PARTICIPATION 
Denise M. Harvey College of Education University of Tennessee {423/ 974-0885) 
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AppendixD 
INFORMED CONSENT FORM 
Beyond the Glass Facade: Career Paths of Women Deans of Education 
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You are invited to participate in a research study. The purpose of this study is to give voice 
to the story of the upward mobility of women deans of education. 
The four major objectives of this research are: 
* to establish a database on women deans of colleges of education, 
* to determine their career paths to this position, 
* i.tJ describe the current professional milieu for women deans and 
* to explore the leadership styles of women deans. 
INFORMATION 
After the completion of the mailed questionnaire, you indicated on a separate sheet that you 
would volunteer to participate in an audio-taped follow-up interview. This interview will be 
used to obtain information on your current working environment and your style ofleadership. 
You may continue to use a pseudonym. This conversation will last approximately one hour. 
RISKS 
I will be the only researcher to review and analyze data from the written questionnaires and 
interview transcripts. Consent forms will be kept separately from completed questionnaires. 
All data will be stored in a locked file cabinet in the UTK. College of Education, 332 Claxton 
Addition. These data will be destroyed three years after the completion of the dissertation. 
BENEFITS 
There is a growing number of women achieving the position of dean, hence there is a 
substantial interest in you and your colleagues as a subject of research. To date, there is no 
published research on women deans of college of education. The literature review for this 
re~arch will make connections with research on women administrators in other professions. 
Data from this study will add to the literature on educational administration, leadership and 
women's studies. Your career data can provide guidance for young women and junior faculty 
who are interested in administrative roles. 
CONFIDENTIALITY 
The information in the study will be kept confidential. Data will be stored securely and will 
be made available only to persons conducting the study unless you specifically give 
permission in writing to do otherwise. No reference will be made in oral or written reports 
which could link you to the study. 
152 
CONTACT 
If you have questions at any time about the study or the procedures, you may contact the 
researcher, Denise M. Harvey, at the University of Tennessee, College of Education, 332 
Claxton Addition, Knoxville, TN 37996-3400 and (423) 974-0885. If you have questions 
about your rights as a participant, contact the Compliance Section of the Office of Research 
at (423) 974-3466. 
PARTICIPATION 
Your participation in this study is voluntary; you may decline to participate without 
penalty. If you decide to participate, you may withdraw from the study at any time 
without penalty. If you withdraw_ from the study before data collection is completed, 
your data will be returned to you or destroyed. 
CONSENT 
I have read the above the information and agree to participate in this study. I have 
re,;eived a copy of this form. 
Participant's name (print) _________________ _ 
Participant's signature __________________ _ 
Date -------
I request the use of the following pseudonym: 
II "; or the researcher may ---------------------assign a pseudonym to my data file. 
AppendixE 
WOMEN DEANS OF EDUCATION INTERVIEW PROTOCOL 
(Suggested Probes and Questions) 
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1. Think back to the first time you thought about being a dean. (Reflecting on a process over 
time). Please tell me about the first time that you knew that you wanted to be a dean. 
Please include information on when was the first time you knew such positions existed and 
whether or not you knew these posts were open to women. 
2-. Tell me about your journey. Where were you in your career then? 
How much time did it take you to accomplish this goal? 
3. Did you ever encounter a "glass facade" or a point above which you could not progress in 
your academic employment? Please tell me about the challenges you encountered along the 
way. 
4. How would you describe your leadership style? 
5. Please tell me about one or more key events in your career that made a significant 
difference in your approaches to leadership. 
6. What event (or events) convinced you that would be a successful leader? 
7. Please describe the biggest challenge in your present position. 
8. What has helped you to persevere in meeting challenges? 
9. What is it about being a leader that you enjoy the most? 
10. What is it about being a leader that concerns you the most? 
154 
11. Please tell me about any person(s), other than a mentor, who encouraged or helped you 
in your career. 
12. What kinds of help did any of these people provide? 
13. What impact have events in your personal life had on the progression of your career? 
14. What advice would you give to a younger person who is interested in a role in higher ed 
administration? 
15. Is there a question that you wish that I would ask that I have not asked, am I missing part 
of your story? 
16. Is there anything else you would like to add about your career, about being a dean and 
a woman in higher education administration? 
17. What are your future plans, what is next for your career? 
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AppendixF 
Transcriber's Pledge of Confidentiality 
As the transcribing typist of this research project, I understand that I will be hearing 
tapes of confidential interviews. The information on these tapes has been revealed by 
research participants who participated in this project on good faith their interviews would 
remain strictly confidential. I understand that I have a responsibility to honor this 
confidentiality agreement. I hereby agree not to share any information on these tapes with 
anyone except the primary researcher of this project. 
Any violation of this agreement would constitute a serious breach of ethical 
standards, and I pledge not to do so. 
Transcribing Typist Date 
AppendixG 
Geographic Regions 
The geographic grouping of states is comprised as follows: 
Northeast: 
CT, ME, MA, NH, NJ, NY, PA, RI, VT 
South: 
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AL, AR, DE, Washington, D.C., KY, FL, GA, LA, MD, MS, NC, OK, SC, 1N, TX, VA, 
WV 
Midwest: 
IL, IN, IA, KS, MI, MN, MO, NE, ND, OH, SD, WI 
West: 
AZ, CA, CO, ID, MT, NM, NV, OR, UT, WA, WY 
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VITA 
Denise M. Harvey was born in Knoxville, Tennessee to Robert H. and Edwina P. 
Harvey. She holds an A.A. degree in Sociology from Oxford College of Emory 
University; a B.A. degree in Social Sciences from Peabody College of Vanderbilt 
University; a M.S.S.W. from the University of Tennessee, a M.A. in Sociology from 
Tulane University and a Ph.D. in Education from the University of Tennessee. 
She was an academic exchange student at the University of Denmark, 
Copenhagen and at the University of Bonn, Germany. She was the Holmes Scholar for 
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